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INTRODUCTION
The Problem
Today, one of the problems facing the citizens of Metropolitan Chicago is unemployment among young males and females
who are 21 years old and under.

These youths may be high

school dropouts, high school graduates, or those with some
college education.

IVl8.ny local organizations are successfully

helping some of these young people to assume adult responsibilities and to find jobs, but youth unemployment continues

t o b e a prOD-1 em. 1
youth unemployment is a significant problem for three
reasons.

First, both in times of prosperity and of depression,

unemployment rates for young people have been consistently
higher than for older groups because young workers are generally inexperienced and are likely to change jobs frequently.2
Nationally, in April, 1964, the unemployment rate for the
lAmong others are: the Chicago Board of Education (Urban
Youth Program), Chicago Boys Clubs, Chicago Urban League, Chicago
Youth Centers, Chicago youth Development Program, Circle of Nine,
Commission on youth Welfare, Cook County Deportment of Public Aid,
Double E Program, Illinois state Employment Service, Illinois
Youth Commission, Jewish Vocational Service, Jobs for youth Program, JOBS Project, Lavmdale youth Helpers, Northtown Vocational
Council, Y.N.C.A. Program for Detached Horkers, and youth Guidance - youth Service.
2E;wan Clague, Wealth and vlelfare in the 1960' s, A Report
before the Annual Meeting of the National Conference of Catholic
Charities, Atlantic City, New Jersey, September 15, 1962, Prepared by the Commissioner of Labor Statistics, U.S. Department
of Labor (Washington: U.S. Government Printing Office, 1962),
p.

5.
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14 to 19 year old age group was 16.2 percent, while for the
total civilian labor force it was only 5.4 percent. 3

In April,

1959, it was approximately 13 percent and 5 percent, respectively.4

Similarly, in the Standard Metropolitan Statistical

Area (SMSA) for Chicago, according to the 1960 Census of Population, the rate of unemployment was 8.6 percent and 4.3 percent, respectively.5

Second, it is an economic loss to society

for young people to be unemployed because they fail to develop
their potential. 6 Finally, even though young people are not
usually breadwinners, they should not be out of work because
they must still develop experience and work habits in preparation for a career. 7
Although unemployment may affect all youths regardless of
their educational background, it has been generally true that
the rate of youth unemployment is highest for the dropouts
because they do not remain in school long enough to develop into
desirable job prospects.

Nationally, in October, 1963, the rate

3u.S. Bureau of Labor Statistics, Employment
(1964), 12.

!n£

Earnings, X

4Clague, p.4.
5u.s. Bureau of Census, U.S. Census of Population: 1960 I,
Characteristics of the Population, Part l~ Illinois (Washington:
U.S. Government Printing Office, 1963), pp. 545 - 460 Standard
Metropolitan Statistical Area (SMSA) for Chicago Includes: Cook,
DuPage, Kane, Lake, McHenry, and Will Counties. Later Chicago
figures on youth unemployment were not available.
6Carl Rosenfeld, "The Employment of Students, October, 1961",
Monthly Labor Review, LXXXV (June, 1962), 635.
7Vera C. Perrella, "Special Labor Force Report: Employment
~~vr~~~ ~tIG1~~~tI~6~~~ ~~g~outs in 1963", Monthly Labor

- :;)

of unemployment for the dropouts who were 16 to 21 years old was
18 percent or about two-thirds higher than that of the graduates.
The female dropouts headed the list with 25 percent of them
looking for work. 8
In the city of Chicago and the SMSA the labor force will,
in general, become younger than it was in 1960.
many more young people in the

l~bor

Today there are

force because of the increased

birth rate which started in the 1940's and continued into the
post w~ years.9

By 1970, in the Metropolitan Chicago area the

young people 14 to 19 years old in the labor force will increase
by 54 percent, while the mature workers 35 to 44

ye~rs

old will

decrease by 2 percent and 45 to 54 year, olds will increase by
only 17 percent. lO For the SMSA the projected increase between
1960 and 1970 for workers 14 to 24 years old is 67 percent,
while for the total labor force the increase will be only 15
percent.

Similarly, in the city of Chicago between 1960 and

8 I bid., p.527.

Chicago totals were not available.

9Evelyn M. Kitagawa and Patricia Hodge, Population Projections for the City of Chicago and the Chicago Standard Metropolitan Statistical Area 122Q and 1980 (Chicago: University of
Chicago, Population Research and Training Center, 1964), pp. 16 17. See also: President's Committee on Youth Employment, The
Challenge of Jobless Youth, A Report Submitted to the President
of the U.S., April 24, 1963 (Washington: U.S. Government Printing Office, 1963), p.l.
10Governor's Committee on Unemployment, Report of the Governor's Committee Qll Unemployment, Illinois, January, 19b3; (Springfield: Illinois Information Service, 1963), p.3l, citing D. J.
Bogue and D. P. Dandekas, Population Trends and Prospects for the
Chicago - Northwestern Indiana Consolidated Metropolitan Area:
1960 - 1990, University of Chicago, 1962.

I

-

1970 the workers aged 14 to 24 will increase by 32 percent, whereas the total labor force will decrease by 4 percent. ll
Concurrently, technological advances are reducing the number
of unskilled and semi-skilled jobs, and the high school diploma
is frequently a prerequisite for employment in all but the unskilled jobs. 12 Add to these problems the possibility that our
young people may neither understand themselves fully as young
adults nor realize the demands of the labor market and the employers' needs, and the real employment problems facing our youths
can be understood more clearly.
The Purpose
This study was made to ascertain:
(1)

the extent to which employers hire males and
females 21 years old and under at present and
plan to hire them in the future,

(2)

the kind of jobs for which they hire them, and

(3)

the current youth hiring practices and policies.

It is intended to help young people in the metropolitan area
to make a successful transition from school to work.

Educators

and vocational counselors should disseminate the findings of this
study to them.
llKitagawa and Hodge, pp. 16 - 17.
12Committee on Youth, Education, and Occupations,Youth in ~
Changing Economy, A Report to the Chicago Commission on Youth
welfare, the Illinois Committee on Employment of Youth, and the
Welfare Council of Metropolitan Chicago, April, 1962 (Chicago:
The Committee, 1962), p.l.

It is limited to the extent that it does not provide information regarding specific qualities desired in each of the major
job classifications, i.e., clerical, sales, service, etc.
Method of Study
The stratified sample used in this study was selected from
1155 employers listed in a Chicago Association of Commerce and
Industry publication, Major Employers in Metropolitan Chicago,
1962.13
The employers were divided into two basic categories:
facturers and non-manufacturers.
and size.

manu-

They were stratified by industry

The manufacturers comprised nineteen industries and

were alphabetically arranged into three groups according to those
who employed 1,000 and over (large), 500 - 999 (medium-sized),
14
and 250 - 499 (small).
By contrast, the non-manufacturers
consisted of ten industries and were classified alphabetically
according to those who employed 1,000 and over (large) and 250 999 (small).15
l3see map in Appendix I.
14Manufacturing industries comprised: apparel; chemicals and
allied; electrical machinery; fabricated metal; food and kindred; furniture and fixtures; instruments and allied; leather;
lumber and wood; machinery (except electrical); paper and allied
petroleum; primary metal; printing and publishing; rubber and
plastics; stone, clay, and glass; textile mill; transportation
equipment; and miscellaneous.
15Non-manufacturing industries consisted of the following:
Communication and public utilities; construction and contractors;
finance, insurance, and real estate; hospital; hotel; laundry
and cleaners; restaurant; trade; transportation; and miscellaneous.

All employers with over 1,000 employees were automatically
included in the initial sample because of their significant impact on employment.

On the other hand, those who employ 250 -

999 were randomly selected with each employer having had an equal
chance of being selected.

If the same manufacturer were listed

in more than one industry in the population, he would be represented in only one industry in the sample.

If there were only

one manufacturer listed in the industrial subgroup, he would be
automatically included to insure that each subgroup would be
represented at the outset.

After all the selections were made

the total initial sample represented 616 employers.
Brief Description of Questionnaire
The survey was administered through the use of a three page
16
questionnaire mailed to each employer.
It comprised 24 questions of the yes - no, multiple choice, and open-end variety.
There were nine major areas of inquiry:
1.
2.

3.
4.

5.

6.

7.
8.

9.

Occupations for Youth
Worker Qualifications
Checks on Personal Traits
Educational Requirements
Deterrents to Hiring Youth
Training Youth for a Job
Creating Employment for Youth
Recruitment of Youth
Are Youth Usually Qualified?

An Analysis of the Returns and Representation
In order to determine whether or not the questions yielded
the desired answers, a dry run of the questionnaire was mailed to
16See the letter of accompaniment and questionnaire in Appendix II.

s.
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50 employers.

Of those queried in the pilot study, 25 returned

usuable questionnaires.

After reviewing the respondents' answers,

it appeared necessary to make some revisions in the form and content of the questions.

The revised questionnaire was the result

of these alterations.

It was mailed to 585 employers and of these

229 or 39 percent responded.

After combining the returns of the

pilot and revised questionnaires, the final sample represented
254 employers or 21.9 percent of the population.

The manufa.c-

turers constituted 14 percent vlhile the non-manufacturers comprised 7.9 percent.
Since the large employers and manufacturers responding to
the survey represented the population to a greater degree than
the small employers and non-manufacturers, it can be inferred
that the former provide the bias in this study because they
would tend to have a greater impact on the results than would
17
the latter.
Previous Research
Three previous studies provide pertinent background to the
problem of this thesis.

These were selected because of their

relevance to the topic.
\IJhat appeared to be the most recent literature available
was a study of industry practices and policies on youth employment made in early 1964 by the National Committee on Employment
l7See Tables 19, 20, and 21 in Appendix III.

,0

01"

Youth .... '-'

~oncerned Wl th

the high unemployment of the rising

generation and aware of the problems confronting youths in their
somewhat sudden transition from school to work, the committee
interviewed 196 employers in three market areas lito document the
prospects and problems of young workers (non-college educated)
in regard to the availability of employment and the chances for
19
upgrading tt •
The purpose of the study was to investigate the
relationship between these two variables and the various methods
available for training and skill development.
The conclusions formulated were intended to stimulate ttthe
need for improved basic education, extended preemployment occupational training, and enhanced motivation n • 20 Futhermore, proposals were made !lto extend on-the-job training, to institute a
positive labor market policy, to change the image of service jobs,
and to improve the
services".21

guidanc~

function of schools and employment

There were seven conclusions related to the objec-

tives of the present study:
(1)

approximately 80 percent of the employers hired youths 21
years old and under;

(2)

fifty percent of the employers required experience for some
jobs;

IBNational Committee on Employment of Youth, Getting Hir~~,
Trained: A Study of Industry Practices and Policies Qll
~outh Employment, A Study Prepared by the Youth Work Program
neview Staff (New York: The Committee, 1964).
~etting

19National Committee on Employment of Youth, Getting Hired,
The three labor market areas com~rlsed:
Greater Hartford, Connecticut; Forsyth County (Winston alem), North Carolina; and Mecklenburg County (Charlotte), North
Carolina.
20~., p. 132.
21~o
Ge~tinK Trained, 1964, p.ll.

fifty percent of the employers required youths to have high
school diplomas;

(4)

personal contact, public employment service, gate hires, and
mass media were the major means of hiring youths;

(5)

fifty percent of the respondents suggested occ11pational
training as the way to improve school's preparation of youths

(6)

the attitude of youths was considered to be more important
than training; and

(7) males were mainly hired for the unskilled occupations, where~
as the females were primarily employed in the clerical areas.

The second study was made in 1956 by the Department of Guidance and Placement in Essex County, New Jersey to "(I)

identify

the nature of beginning jobs available to those who terminate
their formal education at high school graduation or earlier;
(2)

show the relation between beginning jobs and the following:

years of schooling, vocational training, age, intelligence, class
standing, and parent status;

and (3)

ascertain the degree of

vocational adjustment that has been made in the first jObs".23
Some of their conclusions follow:
(1) Graduates of the general high schools had obtained
work in all occupational categories, but drop outs were
found to have been placed generally in the less desirable
jobs. Many became messengers, assemblers, and attendants;
(2) Drop outs in Essex County need occupational guidance
and placement; (3) ••• the lack of a high school diploma
was associated with obtaining low status jobs; (4) it
appears that many young workers are prone to hop from job
to job; (5) because the majority of beginning jobs in
this study did not require any pre-employment training, a
knowledge of local employment opportunities seemed to be

22Ibid ., pp. 25 - 52.
23Edward Joseph Coughlin, "An Inquiry into 1,916 Entry Job
Placements Obtained by Young Men" (unpublished Ph. D. Dissertation, Department of Education, Rutgers University, 1956), p.2.

of greater importance than specialized trainign for most
young men; and (6) those who enter employment at ages
16 to 17 seem to have fewer occupational choices regardless of ability, completion of high school, or maturity.24
The third study used the interview - questionnaire aurvey
method "to obtain from the [3~ personnel managers contacted opinions and statements which mirrored hiring policy with regard to
vocational qualifications considered desirable in the high school
graduate who seeks initial employment with their firms".25

The

author's purpose was "to apply evaluative techniques to high schoo
effectiveness in terms of the demands of industry.

If the high

school is to be considered effective, it must meet the standards
of employability set by industry in the locale in which the school
operates •••• First and foremost is the difficulty in accurately
foretelling changes in the requirements of industry.

Closely

related to this is the lack of accurate information regarding the
26
requirements as they now exist".
There were four pertinent
conclusions:
(1) Two-thirds of the responding firms stated that they
believed a general high school education gives sufficient
and satisfactory training for successful work in their business; (2) An overwhelming majority favored a vocational
curriculum in a general high school over an academic course
in a general high school. (3) Inefficiency on the job still
continues to be the primary cause for discharge according to
the records of personnel managers. However, qualifications
to this choice were to the effect that inefficiency was us24Ibid ., pp. 165 - 66.
25Robert M. 11artin, "A Survey of Selected Seattle Industries
to Determine Vocational Qualifications Desired in High School
Graduates" (unpublished Ph. D. Dissertation, Department of PhiloSOphy, University of Washington, 1949), p.5.
26 ~.,
1
pp. 2 - 4.

ually the measurable manifestation of 'poor personality'
(social adjustment); and (4) ••• Personality considerations
outweigh in importance the voc~tional training in situations
where the two can be measured. '/
27 Ibid ., pp. 149 - 50.

CHAPTER I
EMPLOYMENT OF YOUNG WORKERS

Employment of Youths Who ~
21 Years Old and Under
Employers in the Metropolitan Chicago area do hire youths
who are 21 years old and under.

Of the 229 employers in the

revised sample an overwhelming majority (224 or 97 percent) answered in the affirmative to the first question of the survey:
I1Do you hire youths 18 to 21 years old?"

The employers were also

asked to indicate the minimum age at which they hired youths.
Most of the manufacturers mentioned 18 years old as the minimum
age at which they hired young people, but the majority of nonmanufacturers hired youths at the minimum ages of 16 to 17 years
old.

Just a handful of employers indicated a minimum age above

18 years old.
In the non-manufacturing industries the employers representing trade most frequently mentioned the minimum age of 16 years
old, while those in the finance, insurance, and real estate industry most often specified 17 years as the minimum age.

There

were no significant differences between the responses of the
large and small non-manufacturers.
Annual Employment of Youths
To determine the extent to which the employers hired youths
and some indications of their interest in hiring them, they were
asked in the questionnaire:

"How many youths do you hire annually

n

-

..

..;

-

Of the 254 employers in the final sample, 185 or 117 manufacturers
~nd

68 non-manufacturers answered the question.

They hired in

~963 a total of 30,611 youths or 15,769 females and 14,842 males,

while they employed a total of 372,948 persons.

This means that

8.2 youths were hired for every 100 employees.
The employers in the manufacturing industries hired a total
of 10,002 youths or 5,801 males and 4,201 females, while they
employed a total of 170,140 persons.
hired for every 100 employees.
lumber and wood;

Therefore, 5.9 youths were

The manufacturers representing

fabricated metal;

and paper and allied \vere

most interested in hiring young people, whereas those in the
petroleum industry were least interested in hiring them.
the manufacturers in primary metal,

Although

chemicals and allied, and

electrical machinery exert a Significant impact on employment in
metropolitan Chicago, they did not appear very interested in
hiring members of the rising generation.

(See Table 1)

The employers in the non-manufacturing industries hired a
total of 20,609 youths or 11,569 females and 9,040 males, while
they employed a total of 202,808 persons.
were hired for every 100 employees.
senting four industries--restaurants;
real estate;

trade;

Therefore, 10.2 youths

The non-manufacturers reprefinance, insurance, and

and miscellaneous services--were most in-

terested in hiring young people, whereas those in two industries-transportation and construction-contractors--were least interested
in hiring them.

(See Table 2)

The employers were not wholeheartedly in favor of allocating

pst .
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TABLE 1
EMPLOYHENT OK YOUTHS IN 1963 BY THE MANUFACTURERS IN METROPOLITAN CHICAGO

Industry

~o. of youths b
hired - 196~
Per 100
employees
Total

20.8
Lumber and wood
13.5
Fabricated metal
Paper and allied
. 10.2
Printing & publishini', I 7.4
Transportation
!

.

equ~pment

stone, clay, & glass
V~chinery (except
electrical)
Food & kindred
Instruments & allied
Electrical machinery
Textile mill
Apparel
Chemicals & allied
Rubber & plastics
Furniture & fixtures
Primary metal
Petroleum
Miscellaneous
Total

'

Total No.
of Employees

No. of
Respondents

600

125
847
84
276

6,~7~

21
3,700

2
10
3
3

7.4
7.4

1,248
140

16,800
1,900

5
3

7.1
6.1
6.1
5.3
5.0
4.7
4.5
4.0
3.3
2.5
.9
5.1

820
1,603
269
3:;'J.92
25
207
732
28
145
66
61
109

11,513
26,260
4,410
59,991
500
4,350
16,250
700
4,350
2,620
6,286
2,115

12
17
6
23
1
6
10
1

5.9

10,002

170,140

117

aN :: 162
b 2l years old and under, males and females

~

3
4

TABLE 2

EMPLOYMr:NT OF YOUTHS IN 1963 BY
THE NO~'J-HANUFACTUHERSa IN
NETROPOLITAN CHICAGO

Industry
Restaurant
Finance, insurance,
& real estate
Trade
Hotel
Communication &
public utilities
Hospital
Construction &
contractors
Transportation
Miscellaneous
services
Total

No. of youths b
hired in 196~
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10.7

2,33 8

21,700

8

10.2

120,609

202,808

68

aN == 92
b21 years old and under, males and females
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more of the available jobs to youths.

While 81 employers were

willing to provide more jobs for young people, 61 were reluctant
to do so.

There were 85 employers who were undecided.

More

small employers than large ones were inclined to allocate more
of the available jobs to young people.
Full Time, Part Time, and
Temporary Employment
While employers did hire young people on full time, part
time, and temporary bases at the same time, they preferred to
hire them on a full time basis.
It was found that 239 employers hired youths on a full time
basis with the manufacturers demonstrating a somewhat greater
l
interest than the non-manufacturers.
There werel06 employers who also hired youths on a part time
basis.

The non-manufacturers, especially those who employ over

1,000 (large), were more interested in hiring youths as part time
workers than the manufacturers.

The large non-manufacturers in

three industries--trade, transportation, and service--expressed
the greatest interest in hiring them for part time work.
There were 100 employers who hired youths for work of a
short duration.

The manufacturers were more interested in hiring

youths on a temporary basis than on a part time one;

but the non-

manufacturers, especially the large ones, still had a greater interest in hiring youths on a temporary basis than the manufacturer •
IThe number of respondents will not necessarily be 254 for
anYone question due to the failure on the part of some to answer all of the questions.

-
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The large non-manufacturers in three industries--transportation,
trade, and service--manifested the greatest interest in hiring
youths for the temporary jobs.
Beginning Occupations
Occupations for youths can be grouped into seven general
categories:

semi-professional and/or technical, clerical, sales,

service, skilled, semi-skilled, and unskilled.

Entry or begin-

ning level occupations can be found within each one of these
classes.

2

A question on the beginning occupations was asked

primarily to ascertain the frequency with which the Metropolitan
Chicago employers hired young people in the beginning jobs within
the seven occupational categories.
Of the 254 employers (162 manufacturers and 92 non-manufacturers) in the final sample, 246 hired youths in at least one of
the jobs within these categories.

Evidently the employers were

most interested in hiring youths for the clerical, unskilled, and
semi-skilled occupations.

On the other hand, they seldom put

them to work as skilled, semi-professional and/or technical, and
service workers.
sales occupations.

They were least impressed with youths for the
(See Table 3)
Comparison Bz ~ and Size
of Employer

A greater percentage of manufacturers hired youths for the
clerical, unskilled, semi-skilled, and skilled jobs;
2

on the other

An extensive listing of specific entry occupations is available in the Dictionary of Occupational Titles, Part IV. For furihunerit~nforma tion about job descriptions, gualifications ~ and oppor,"les the OccuRational Outlook HandbooK and the Job uuide for
Yo:unl<..
\vorkers sho ld be consulted.
--

TABLE 3
NUl1BER OF E!vIPLOYERS IN THE TOTAL SA}IPLE*
1>JH0 HIRED YOUTH,S IN THE: SEVEN GENERAL
OCCUPATIONAL CATEGORIES

Occupational Categories

Number of
Employers

Clerical • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 205
Unskilled • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 179
Semi-skilled • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 150

Service • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •

95
56
56

Sales • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •

20

Skilled • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •
Semi-professional and/or technical • • • • • • • • • • • • • • • •

*N

254

hand, a greater percentage of non-manufacturers hired young people
for the service, semi-professional and/or technical, and sales
occupations.

(See Graph 1)

In general, more large manufacturers and non-manufacturers
than medium-sized or small ones hired youths in each one of the
seven occupational categories.

Nevertheless many medium-sized

and small manufacturers hired them in the clerical, unskilled,
and semi-skilled jobs;

and a respectable number of small non-

manufacturers hired them in the clerical and unskilled occupations.
Comparison QI Industry
There were 205 employers (135 manufacturers and 70 nonanufacturers) who hired youths for the clerical occupations.
The manufacturers representing three industries--machinery
(except electrical);

transportation equipment;

and printing

and publishing--and the non-manufacturers in two industries-inance, insurance, and real estate;

and communication and

ublic utilities expressed the greatest interest in hiring youths
or the clerical occupations.
There were 179 employers (126 manufacturers and 53 nonanufacturers)
ions.

who hired young people for the unskilled occupa-

The manufacturers demonstrated a stronger interest than

he non-manufacturers.

The manufacturers in the fabricated metal

ndustry and the non-manufacturers representing the communication
nd public utilities industry were most inclined to hire youths
s unskilled laborers.

- 20 -
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The unskilled occupations embodied the material handlers,
common laborers, special workers, and construction laborers.

The

employers were primarily interested in hiring youths as material
handlers.

They were quite interested in hiring them as common

laborers, but were not very interested in employing them as
special workers or as construction laborers.

(See Table 4)

While the manufacturers preferred to hire youths as material
handlers, the non-manufacturers, though not showing a strong
interest in hiring young people for any of the specific unskilled
occupations, chose to employ them as common laborers.

A greater

percentage of manufacturers hired youths as material handlers and
as common laborers;

on the other hand, a greater percentage of

non-manufacturers employed them as special workers and as construc
tion laborers.

(See Graph 2)

There were 150 employers (112 manufacturers and 38 non-manufacturers) who hired young people in the semi-skilled occupations.
The manufacturers displayed a significantly greater interest than
the non-manufacturers.

The manufacturers in the electrical

machinery industry and the non-manufacturers representing the
miscellaneous services industry were most interested in hiring
youths as semi-skilled laborers.
The semi-skilled occupations included the production-operatives, delivery workers, skilled trade helpers, and special
workers.

The employers, especially the manufacturers, were main-

ly interested in hiring young people as production-operatives.
They were much less interested in hiring them as delivery workers,

TABLE 4

FREQUENCY WITH \iHICH THE EMPLOYERS
HIRED YOUTHS IN THE SPECIFIC
UNSKILLED OCCUPATIONS

Number of
Employers

Unskilled
OcQupations
Material Handlers

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 131

Common Laborers ••••••••••••••••••••••••••••••••• 106
Special* ••••••••••••••••••••••••••••••••••••••••

28

Construction Laborers •••••••••••••••••••••••••••

9

*Non-manufacturers:

trainmen, meter readers, mail clerks,
drivers, driver's helpers, nursing assistants, orderlies,
assistant pharmacists, laboratory helpers, dietary aides,
food servers, busboys, cafeteria workers, dishwashers,
porters, and ushers.

Manufacturers: stock selectors, order fillers, packers,
assemblers, general factory laborers, sewing machine
operators, clothing cutters, and odd,. jobs during shutdown.

-
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skilled trade helpers, and special workers.

(See Table

5)

The manufacturers were very much in favor of hiring youths as
production-operatives;

whereas the non-manufacturers, though

expressing very little interest in hiring youths for the specific
semi-skilled occupations, preferred to hire them as delivery
workers.

A greater percentage of manufacturers hired youths as

production-operatives and skilled trade helpers;
greater percentage
and special workers.

by contrast a

of non-manufacturers employed them as delivery
(See Graph3)

There were 95 employers (67 manufacturers and 28 non-manufacturers) who hired youths in the skilled

occupations.

The

manufacturers were more interested than the non-manufacturers.
The manufacturers representing the printing and publishing industry and the non-manufacturers in the communication and public
utilities industry expressed the greatest need to hire youths as
skilled workers.
The skilled occupations were composed of apprentices;
mechanics and repairmen;

craftsmen;

and special workers.

Neithe

the manufacturers nor the non-manufacturers had a very great inter
est in employing youths for the specific skillee jobs;

however

when they did hire young people as skilled workers they employed
them as apprentices.

(See Table 6)

vfuile a greater percentage

of manufacturers hired youths as apprentices and craftsmen, a
larger percentage of non-manufacturers employed them as special
Workers.

The same percentage of manufacturers as non-manufactur-

ers hired them as mechanics and repairmen.

(See Graph 4)

!I".

TABLE 5
FREQUENCY WITH WHICH THE El1PLOYERS
HIRED YOUTHS IN TE}: SPECIFIC
SEMI-SKILLED OCCUPATIONS

Semi-skilled
Occupations

Number of
Employers

Production-operatives • • • • • • • • • • • • • • • • • • • • • • • • • • • • III
Delivery workers •••••••••••••••••••••••••••••••••

43

Skilled trade helpers ••••••••••••••••••••••••••••

35

Special* •••••••••••••••••••••••••••••••••••••••••

19

*Non-manufacturers: key punch and multilith operators,
store workers, elevator operators, office boys, mail
clerks, "packers, nurse's aides, dietary aides, wai tresses, and janitors.
Manufacturers: stock handlers; packers;
sew, cut, and press; and paint sprayers.

trainees to

...
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TABLE 6

FREQUENCY WITH \iHICH THE EMPLOYERS
HIRED YOUTHS FOR THE SPECIFIC
SKILLED OCCUPATIONS

Skilled
Occupations

Number of
Employers

Apprentices • • . . . . . . . . . • . • . . . . • . . . . . . . . . . . . . . . • . •. 63
Mechanics and repairmen •••••••••••••••••••••••••• 28
Craft smen ••••••.••••••..••.•...••••.•••••••.••••• 17

Special* ••••••••••••••••••••••••••••••••••••••••• 12

*Non-manufacturers: welders; electronic technicians;
pharmacy workers; printing workers; laboratory, xray, and surgery trainees; trainees in the finance,
insurance, and real estate industry; and cooks.
draftsmen, chemists, and experienced
sewing machine operators.

l~nufacturers:

-
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There were
facturers)

56 employers (21 non-manufacturers and 11 manu-

who hired young people for the semi-professional and/

2£ technical jobs.

The non-manufacturers had a slight edge over

the manufacturers with relation to their interest in hiring youths
in these areas.

The non-manufacturers in the hospital industry

and the manufacturers representing the transportation equipment
industry manifested the greatest interest in hiring youths for
the semi-professional and/or technical jobs.
There were
facturers)

56 employers (32 non-manufacturers and 11 manu-

who hired young people for the service occupations. 3

The non-manufacturers were more willing to accept youths for the
serVice jobs than were the manufacturers.

The non-manufacturers

in the hospital industry and the manufacturers representing the
printing and publishing industry were most interested in employing youths for the service occupations.
There were only 20 employers (12 non-manufacturers and 8 man
facturers)

who hired young people as sales workers.

The non-

manufacturers were more inclined to hire them than the manufacturers.

The non-manufacturers in the communications - public

utilities and trade industries and the manufacturers representing
the food and kindred industry expressed the greatest desire to
hire youths for the sales occupations.
To summarize, the great majority of employers in the revised
sample hired youths who were 21 years old and under, preferably
3The main service occupations comprised waiters and waitresses; janitors; cooks; attendants for hospitals and other
institutions; and kitchen workers.

on a full time basis •. The manufacturers chose to hire young
people who were at least 18 years old, while the non-manufacturers
~ere

~he

willing to hire those who were 16 to 17 years old.

In 1963,

employers hired 8.2 youths for every 100 employees.

The non-

~anufacturers

~id

hired more youths per one hundred employees than

the manufacturers.

Not very many employers were willing to

pire more youths than they had previously hired.
~ere

The employers

primarily interested in hiring youths for the clerical, un-

~killed,

and semi-skilled occupations.

They were not inclined to

pire them as skilled, semi-professional and/or technical, service,
pr sales workers.

· CHAPTER II
EMPLOYERS' STANDARDS
Important Worker Qualifications
What do employers look for when they hire young people?
some qualifications more important than others?

Are

The employers

were asked to evaluate fourteen worker qualifications in terms
of their importance in hiring youths.

1

Table 7 compares the ratings employers gave to the fourteen
worker qualifications.

From this table the rank order of impor-

tance of these qualifications can be seen.

The employers judged

character to be the most important worker qualification that
young people should possess.

They assigned very high ratings to

the first seven worker qualifications which means that they considered them to be very important.

The employers gave comparatively low ratings to experience and skill. 2 Rank in class and
ISee E. William Noland and E. Wight Bakke, Workers Wanted:
A Study of Employers' Hirin~ Policies, Preferences, and Practices
in New Haven and Charlotte New York: Harper and Brothers, 1949),
p.x.; and D. Yoder, Industrial Management and Labor Relations,
5th edition, 1962.
2Although the respondents did mot consider experience and
skill to be very important worker qualifications, they did, however, specify that lack of experience and lack of skill were very
important reasons why youths were usually not qualified for employment. It should be noted that the question on worker qualifications was objective, or closed-end; whereas the question on why
youths were usually not qualified for employment was subjective,
or open-end.

TABLE 7

COMPARISON OF EMPLOYERS' RATINGS OF FOURTEEN
WORKER QUALIFICATIONS BY TYPE OF EMPLOYER,
METROPOLITAN CHICAGO, 1963

\V'orker
Qualifications
Character
Interest in job
Intelligence
Initiative
Education
Maturity & emotional stability
Aptitude
Personality
Appearance
Skill
Ingenuity
Experience
Rank in class
Extra-curricular
school activities

Rating a of Worker Qualifications
by Type of Employer
llun -ma.nu-Manufacturers c
facturers~
All employers b
4.54
4.26
4.21
4.15
4.09

4.49
4.24
4.18
4.22
4.14

4.62
4.29
4.27
4.05
4.00

4.07
4.06
3.89
3.78
3.57
3.30
2.6

4.00
4.13
3.84
3.70
3.56
3.34
3.la
2.8

4.17
~.94
.00
3.94
3.58
3.22
2.84
2.30

2.17

2.17

2.18

3.0~

=

=

al
leawt important; 5
most important. The rating
for each worker qualification is equal to the arithmetic mean of all ratings given to each worker qualification. The rating system used in this table is a
converse of that used in the questionnaire. The converse rating was used to make a high number signify
a high rating.
b N -::: 236
cN = 152
dN

=

84

-
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extra-curricular school activities were the least important worker
qualifications ..
The manufacturers and non-manufacturers ranked character firs
and interest in job second as shown by Table 7.

They ranked sev-

eral important worker qualifications in a somewhat different order
than that of all employers.

The manufacturers indicated that ini-

tiative was slightly more important than intelligence and that
aptitude was more significant than maturity and emotional stabilit ..
By comparison with the non-manufacturers, they attached more importance to initiative, education, aptitude, ingenuity, experience
and rank in class.

The non-manufacturers specified that maturity

and emotional stability was more meaningful than initiative and
that personality was more important than aptitude.

By comparison

with the manufacturers, they attributed more importance to character, interest in job, intelligence, maturity and emotional stability, personality, and appearance.

The manufacturers and non-manu-

facturers gave approximately equal ratings to skill and extra-curricular school activities.
In general the large employers gave higher ratings to the
orker qualifications than did the small employers.
Educational Requirements
How important is it for young people to have a high school
iploma when they apply for a job?
or all types of jobs?

Is it necessary to have one

In what occupations is it desirable to

ave some college education?

To determine some of the answers to

these questions the employers were asked to point out their educa-

--

-'

.

tional requirements for each of the seven general occupational
categories.

Only twenty employers indicated the educational re-

quirements for the sales occupations, while a high of 205 employers answered for the clerical jobs.
TabLe

8 illustrates the extent to which the employers re-

quired youths to have a minimum of four years of high school for
each of the seven general occupational categories.

The employers

thought it was necessary for young people to have a high school
diploma preferably from a general high school for all types of
jobs except the unskilled ones.

Furthermore, the majority of em-

ployers were neither willing to reduce their educational and skill
requirements nor inclined to hire high school dropouts in jobs
previously filled by graduates. 3
For the semi-professional and/Q£ technical occupations the
employers were primarily interest ih hiring youths who were high
school graduates.

Of the 56 employers in the final sample who

hired youths for these jobs, 28 employers, especially large manufacturers, insisted upon high school graduates.

Some employers

preferred to hire youths who had completed some college or who
had graduated from college.

Of the 22 employers \vho wanted youths

3Samuel Lubell believes many companies are using high educational requirements to screen out applicants and not because the
job demands a higher education. He proposes that the requirement
for a high school diploma should be waived if it is not absolutely
necessary for the job. He added: It • • • youngsters ••• find themselves
stamped as 'human rejects' by arbitrary hiring standards with
little regard to individual merit". See Samuel Lubell, IlHiring
Rules Too Tough -- Teens", Chica~o Daily News, l'fJ.ay 11, 1965,
Section 3, p.33.

- 35 -

TABLE 8

PERCENTAGE OF E}WLOYERSWHO REQuIRED
YOUTHS TO HAVE A MINIMUM OF FOUR
YEARS OF HIGH SCHOOL
(Expressed in percentage of those who hired youths
in each Of the seven general occupational categories)

Seven general
occupational
categories

percentage

................ 89
Clerical .......................................... 88
Sales ........................... .. ................ 80
Semi-professional and/or technical

Skilled

••••••••••••••••••••••••••••••••••••••••••• 74-

Semi-skilled
Service
Unskilled

•• •• •• • •• •• •• •• •• ••••• • • ••• • • •• ••• •• ••

50

• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 4-5
••••••••••••••• ••••• •••••• ••••• ••••••••••

23

50 -

t

to have more than four year s of high scho ol, 13 demanded
that
young peop le have some colle ge educ ation , and 9 requ ested
that
they have a colle ge degr ee. Only a few empl oyers , all
non-m anufactu rers, were willi ng to hire young peop le who produ
ced less
than four year s of high scho ol.
For cler ical work the manu factu rers as well as the non-m
anufactu rers were prim arily inter ested in hirin g young peop
le who had
comp leted four year s of high scho ol. Of the 205 empl
oyers who
hired yout hs for cler ical work , 181 empl oyers , part icula
rly the
medi um-s ized manu factu rers, requ ired them to be high
scho ol grad uate s. There were only 18 empl oyers who were willi ng
to hire high
scho ol drop outs.

The large manu factu rers in the trade indu stry
were most incli ned to do so.
For sales work the empl oyers were prim arily inter este d
in
young peop le who were high scho ol grad uate s, but seve
ral calle d
for those who had some colle ge educ ation .

Of the 20 empl oyers who

ired yout hs for the sales occu patio ns, nine requ ested
that young
eople comp lete thei r secon dary educ ation , and seven want
ed them
to have comp leted some colle ge. The large manu factu rers
expr essed
the grea test inte rest in hirin g high scho ol grad uates
and colle ge
ropo uts. Ther e were four empl oyers , all non- manu factu
rers, who
ere willi ng to hire high scho ol drop outs. Of these ,
three repr esente d the trade indu stry and one belon ged to the resta
uran t inustry .
With relat ion to skill ed work the empl oyers were prim
arily
'nter este d in yout hs who had comp leted four year s of high
scho ol.

- 37 Of the

95

employers who hired youths for the skilled occupations,

67 employers, especially medium-sized manufacturers, demanded that
they be high school graduates.

Only seven employers were willing

to hire high school dropouts.
Although a considerable number of employers expressed a willingness to hire high school dropouts as semi-skilled laborers,
many more employers requested high school graduates.

Of the 150

employers who hired young people for the semi-skilled jobs, 73
required them to be high school graduates.

The small non-manufac-

turers expressed the greatest desire to hire them.

While nine

employers needed vocational high scbool graduates, only four desired technical bigh school graduates.

There were 44 employers,

mainly medium-sized manufacturers, who hired high school dropouts.
For the service occupations the employers were mainly interested in hiring youths who were high scbool graduates.

Of the

56

employers who hired young people for service work, 23 employers,
mostly medium-sized manufacturers, demanded that they be high
school graduates.

There were 17 employers, especially the large

non-manufacturers, who were inclined to hire higb school dropouts.
For unskilled work the employers were primarily interested
in hiring high school dropouts.

Of the 179 employers who hired

young people, 74 employers, especially the medium-sized manufacturers, accepted those who had completed less than four years of
high school.

While

53

employers, mainly small non-manufacturers,

ired youths who had no high scbool education, 42 employers, espeCially the small manufacturers, required tbem to be high school

- 38 graduates.
Use of Tests to Check Personal
--- -- Qualifications
Did the majority of employers use written tests to check
intelligence, aptitude, interest, achievement, and temperamentpersonality?

It was found that most of the employers used written

tests to check aptitude and intelligence as shown by Table 9.
They awarded first place to the aptitude tests and a close second
place to the intelligence examinations.

Less than 25 percent of

the employers in the final sample used written tests to check:
achievement (third place), temperament - personality (fourth place
and interest (fifth place).

A greater percentage of manufacturers

than non-manufacturers and more large employers than small ones
used written tests to check each of the five traits.

Graph 5

illustrates the percentage of manufacturers and non-manufacturers
in the total sample who used written tests to check the five trait.
Briefly, the employers preferred to hire intelligent young
people of good character who expressed an interest in a job, presented a high school diploma, were mature and stable, and who had
some aptitude for the work they were seeking. The employers were
quite interested in using aptitude and intelligence tests, but
were rather hesitant to use written tests to check achievement,
temperament - personality, and interest.

TABLE 9
EXTENT TO 1:JHICH

TI-lI~

E};1PLOYERS USED

1'mITTEN TESTS

Traits

Yes

Anti tude
Intelligence
Achievement
Temperament personality
Interest

149
147
59
51
44

Number of Employers
No
No anS'lrler

85
94
144
163
149

20
13
51
40
61

Total

254
254
254
254
254

-
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i ,lO USED vJR ITTE J TESTS

(Expressed in per centa ge of manufact urers and
non-manuf actur ers in tota l s ample)
Traits

a

Ap titude
Intelli gence
Achievement
Temperamentpersonality
Interest

Legend:
Manufacturers
Non-manufa ctur er s
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CHAPTER III
HOVf

YOUTHS NEET EMPLOYERS' STANDARDS

Are Youths Usually Qualified?
Are the members of the rising generation prepared to meet
the challenges of the available jobs?
employment?

Are they qualified for

The employers in the revised and pilot studies were

asked to indicate whether or not the young people who applied for
work in their organizations were usually qualified for the jobs
they were seeking.

Of the total sample of 254 employers, 242

answered the question.

The majority of employers (142), mainly

the small manufacturers, alleged that youths were usually unqualified for employment.
Why Are Youths Usually Not Qualified?
The employers offered at least fifty different reasons why
young people were usually not qualified for employment.
seventeen were mentioned at least three times.

Of these,

Table 10 clearly

demonstrates that inadequate education, lack of experience, and
lack of skill were the most salient reasons why youths were usually not qualified for employment.

In addition, five other reasons

could be considered quite important:

poor appearance, lack of

interest, poor attitude, lack of specific experience, and failure
to pass employment tests.
The manufacturers most often indicated six reasons why young

TABLE 10

EMPLOYERSI* REASONS WHY YOUTHS ARE USUALLY

NOT QUALIFIED FOR EHPLOYMENT

Reasons

Freguenc~

(Number of times mentioned

Inadequate education ••••••••••••••••••••••••••••••••••••
Lack of experience ••••••••••••••••••••••••••••••••••••••
Lack of skill • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •
Poor appearance • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •
Lack of interest • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •
Poor attitude • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •
Lack of specific experience •••••••••••••••••••••••••••••
Failure to pass employment tests ••••••••••••••••••••••••
Lack of responsibility ••••••••••••••••.•••••••••••••••••
Lack of willingness to work •••••••••••••••••••••••••••••
ck of goals • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •
Imma turi ty •.......................................•.....
ailure to understand basic job requirements ••••••••••••
ck of initiative ••••••••••••••••••••••••••••••••••••••
ck of general intelligence ••••••••••••••••••••••••••••
ck of stability • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •
ck of specific training • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • •

*N ~ 142

Note:

Some employers gave more than one reason.

68
39

24

10
10

7
6

~

4
4
4
4
3
3
3
3
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people were usually unqualified for employment:

inadequate edu-

cation, lack of experience, poor attitude, lack of responsibility,
lack of willingness to work, and lack of specific training;

where

as the non-manufacturers most frequently mentioned seven reasons:
lack of skill, lack of interest, lack of specific experience, no
goals, immaturity, failure to understand basic job requirements,
and lack of stability.

The manufacturers as well as the non-

manufacturers most frequently specified four reasons:

poor appear

ance, failure to pass employment tests, lack of initiative, and
lack of general intelligence.
The large manufacturers and non-manufacturers most frequently
indicated that youths were usually not qualified for the jobs they
were seeking for three reasons:

inadequate education, poor appear

ance, and a failure to pass employment tests.

The small manufac-

turers like the small non-manufacturers most often stated four
reasons why youths were usually unqualified:

lack of experience,

lack of skill, lack of responsibility, and immaturity.
Manufacturers
In sixteen manufacturing industries the majority of employers
thought the youths who applied for work in their organizations
were usually not qualified for the jobs they were seeking;
as in three industries--non-electrical machinery;
fixtures;

where-

furniture and

and leather--most of the employers indicated young

people were qualified.

Remarks according to particular industries

are listed below.
Stone, clay,

~

glass

One employer related:

"We find

- 44 that educational qualifications are not lacking for the most part.
Our problems are mainly in the area of attitude, cooperation, attendance, etc.
force".

which shows up in the younger segment of our work

1

Primary metal

The typical reason given indicated that

young people lacked sufficient education.

One employer mentioned

that IItheir [Youths:J scope is too broad and they lack an appreciation and understanding of the basic requirements of the job".
Transportation equipment

IIThey lack expE:rience or skill.

They aspire to jobs which require years of training and/or experience", related one employer.

Another employer, in stressing the

importance of skill development, indicated that he needed females
who could type at the rate of sixty words per minute and take
shorthand at the rate of eighty words per minute.

He felt these

speeds were necessary as basic building blocks for all female
help.

One employer was concerned about youths' lack of job know-

ledge.

He was very displeased with the way in which young people

applied for jobs.
~ithout

He indicated that many of them applied for jobs

even knowing the names of them.

Instruments and allied

Adequate education and skill

~evelopment were the most important qualifications which young

people failed to satisfy.
cannot type"

One employer remarked that the "typists

and the "file clerks cannot file".

Another did not

think that youths possessed the educational background necessary
~or technical work.

According to one employer some youths have

~,,~.:!his goutation and all subsequent ones were obtained from the
I:'il.l.:lst.~n'l()nnafres

•

- 45 neith er a real inte rest in obta ining emplo ymen t nor a
good atti tude abou t what is expe cted of them . Cons eque ntly, they
fall
into the bad habi t of think ing that the world owes them
a livin g.
Petro leum

The empl oyers ci ted tvJO sign ifica nt reaso ns
why yout hs were not usua lly qual ified : the failu re to
pass employm ent tests and poor appe aranc e.
Lumber and wood

In thei r case lack of expe rienc e was the
main reaso n why youn g peop le were usua lly not qual ified
for employm ent.
Food and kind red
Prop er educ ation and expe rienc e were
found to be the most sign ifica nt qual ifica tion s whic h
were lack ing in job seek ers. They faile d to have the educ ation
nece ssary
to adva nce to high er levs l jobs . One empl oyer commented
that
youth s lacke d "pra ctica l offic e expe rienc e and had limit
ed speed
on short hand and typin g". There were two empl oyers who
ment ioned
poor appe aranc e.

Appe aring as if he were ready to give up on
yout hs, one empl oyer relat ed that young peop le just were
not interes ted in reall y work ing, lacke d resp onsi bilit y, and
lacke d
initi ativ e.
Chem icals and allie d

In this indu stry expe rienc e appe ared

to be the most impo rtant facto r.

It was ment ioned that yout hs

"don 't know what work is - for the most part ", and "alm
ost alwa ys
lack a sense of initi ativ e and a real willi ngne ss to work
". Lack
of prev ious expe rienc e was a hand icap acco rding to one
empl oyer,
but in spite of this he indic ated that he had deve loped
an exce llent train ing progr am.

- %
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Paper and allied

-

There were three employers who related

that lack of experience was the primary reason why youths were
not qualified for the jobs they were seeking.

In addition, one

of these employers commented that they had "few, if any, vocational goals", while another thought they lacked a sense of responsibility.
Fabricated metal

The employers cited two main reasons

why young people were not suitable:
quate training.

lack of education and inade-

Usually specific training, especially in the

shop, was lacking.

There was one employer who concluded that

"technical high school graduates have little useful experience
in the operation of the equipment of 'ltlhich they were trained".
Another commented that young people are neither aware of nor
interested in learning about job qualifications.
Apparel

There were three employers who mentioned lack

of experience as the main reason why youths were not acceptable.
Of these, one felt that previous work experience in the apparel
industry was of utmost importance.

Another answered that young

people lack the necessary basic skills required for advanced
training.
Electrical machinery

There were two reasons mentioned

most frequently why youths were unsuitable:
and inadequate education and training.

lack of experience

It was pOinted out that

young people should pay more attention to the subjects taught in
school.

Also it was suggested that young people learn more about

what work means because "they very often have a gross misconcep-

-
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tion of the work-a-day world tl •
Printing and publishing

An employer in this industry

got the impression that youths were just aimlessly looking for
work without anything definite in mind.
Non-electrical machinery

The dissenting employers

specified two primary reasons why young people were unacceptable
for the jobs they were seeking:
experience.

lack of education and lack of

There was one employer who believed youths have not

learned what was taught in school, YJhile another thought they
were not able to cope with simple shop math problems or read a
twelve inch ruler.

It was pointed out that youths were unfit

for employment in one firm because they have not experienced
production work or used machinery found in a production shop.
Non-manufacturers
In five non-manufacturing industries--communication and
public utilities;
portation;

construction and contractors;

hotels;

trans-

and restaurants--most of the employers thought youths

were not qualified for the work they were seeking;

while in four

non-manufacturing industries--finance, insurance, and real estate
trade;

hospitals;

and miscellaneous services--the majority of

employers indicated that young people were qualified.

Remarks

according to the particular industries are listed below.
Communication and public utilities

Lack of skill and

insufficient mental ability were mentioned most often as the
reasons young people were not qualified.

It was thought that

youths did not have the opportunities to learn skills prior to

-
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applying for jobs.
Construction and contractors

It was concluded that youth

"have neither the motivation nor the strength for the hard physical labor tl •

In addition, one employer indicated that young peopl

lacked sufficient technical training.
Hotels

Ladk of experience was cited as the primary reaso

\vhy youths were unacceptable.

There was one employer who replied

that young people were not suitable because they lacked adequate
training.
Transportation

Lack of experience and inadequate educa-

tion were mentioned most frequently as the reasons why youths
were rejected.

There were two employers who needed young people

with specific experience in the transportation industry.

While

one employer related that youths lacked sufficient education and
the capacity to learn general office operations, another mentione
that young people were deficient in four qualities:

stability,

basic skills with which to master a job, aggressiveness, and
willingness to work.
Restaurants

Poor appearance, unavailability for all

shifts, and lack of training were some of the significant reasons
cited why young people were not suitable for the jobs they were
seeking.

It was mentioned that youths have tlno conception of the

responsibilities involved in being an employee tl •
Finance, insurance, and real estate

Inadequate education

Was mentioned most frequently as the reason why youths were not
qualified for employment.

There were three employers who stressed

-
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that young people could not type at the desired speed.
ployer felt rather strongly about this.

One em-

He emphatically stated

that "it is almost impossible to locate a recent high school grad
uate who can type 50 words per minute".

There were two employers

who thought youths lacked sufficient training in the basic skills
While one employer commented that "30% of the H. S. grads can't
do simple arithmetic ll , another related that youths had poor English and math training, and consequently were unable to pass
simple skill tests.
Trade

Lack of proper education was mentioned most often

as the reason why youths were not acceptable for employment.

"A

great majority cannot spell, do simple math, express themselves,
and write legibly", replied one employer.

Another employer com-

mented that youths neither know how to apply themselves consistently nor know arithmetic.

There were two employers who were

disturbed about young people who either had a vague idea of or
who were completely unaware of the job requirements and qualifications.

Finally, one employer specified rather succintly four

reasons why youths were usually not qualified for employment:
poor appearance, bad approach, unaware of what they want, and
discourteousness.
Hospitals

Inadequate education appeared to be the main

reason why youths were not acceptable for employment in hospitals.
"So many hospital positions require added skills and training
peculiar to hospital work", related one employer.

On the other

hand, another employer concluded that youths were usually not

desirable job prospects because they lacked a goal or aim and
lacked interest during the interviews.
Miscellaneous services

It was decided that youths were

usually not suitable for employment with the employers in the
miscellaneous services because they lacked the necessary business
or clerical skills.
Deterrents to Hiring Youths
Why do some youths experience difficulties in securing jobs?
what makes employers averse to hiring them?

The employers were

requested to determine the seriousness of seventeen deterrents to
hiring young people. 2
It can readily be seen from Table 11 that all deterrents,
with the possible exception of nervousness and failure to participate in extra-curricular school activities, were classified as
being rather severe handicaps to obtaining employment.

The em-

ployers rated discourteousmess as the greatest handicap to securing a job. 3

Poor personal or work references, the second most

severe drawback, trailed the greatest deterrent by only a slight
margin.

The employers gave a comparatively low rating to one

rather serious deterrent:

unfulfillment of educational require-

2The list of deterrents was obtained from two sources: New
Life Insurance Company, "Your Job Interview"; and E. 'william
N?land and E.Wight Bakke, Workers Wanted: !J: Study"of Employers'
¥lrin£ Policies, Preferences, and Practices in New Haven and Charotte (New York: Harper and Brothers, 1949).
~ork

3However, when the employers were asked to point out the reasons why youths 'Here usually not qualified for employment, they
failed to mention discourteousness,more than once. The question
on deterrents was closed'-end, whereas the one on why youths were
Usually not qualified was open-end.

TABLE 11

COMPARISON OF EMPLOYERS' RATINGS OF SEVENTEEN DETERRENTS TO HIRING YOUTHS BY TYP~ OF EMPLOYER
Rat1ng a by Type of Employer
Deterrent
Discourteousness
Poor personal or
work references
Failure to pass
physical exam
No initiative
Passiveness and
indifference
Poor personal
appearance
Slovenly & disordered application
blank
Failure to pass
written tests
Overbearing-" superiority complex"
Unfriendliness
Unfulfillment of
educational requirements
No purpose and goals
Unwillingness to
start at bottom
Inarticulateness
Poor scholastic record
Nervousness
Failure to participate
in extra-curricular
activities

Manufacturers

Non-manufacturers

4.46

4.55

4.32

4.39

4.39

4.39

4.25
4.16

4.17

4.15

4.06

4.05

4.07

4.05

3.92

4.27

3.97

3.95

4.00

3.94

3.90

4.00

3.89

3.84

3.97

3.76
3.69

3.75
3.67

3.78
3.72

3.66

3.70

3.42
2.78

2.73

3.59
3.86
3.51

All

employers

3.81

3.60

1.67

b

4.30

3.69

3.46
3.37

4.18

4.00

2.88

1.63

a l = small handicap; 5~ great handicap. The rating for
each deterrent is equal to the arithmetic mean of all
ratings given to each deterrent. The rating system used
in this table is a converse of that used in the questionnaire. The converse rating was used to make a high number signify a high rating.
bN = 212

- 52 -

ment s.'+
In addi tion to the firs t two dete rren ts, four othe r dete
rrents were cons idere d to be very grea t hand icaps : failu
re to
pass a phys ical exam; no initi ativ e; pass iven ess and
indi fference;

and poor perso nal appe aranc e.

There were three quite impo rtant dete rren ts in a clus
ter
which dimi nishe d yout hs' chan ces of secu ring empl oyme
nt: slove nly
and disor dere d appl icati on blank ;

failu re to pass writ ten tests ;

and over beari ng - T1su perio rity comp lex".

The rema ining six fairl y

sign ifica nt dete rren ts whic h repre sente d ill wind s for
young peo- '
pIe can be obse rved in Table 11.
The manu factu rers and non- manu factu rers did not quite
agree
on the seve rity of the seve nteen dete rren ts. The manu
factu rers
ranke d the dete rren ts in an orde r simi lar to that of all
empl oyers
whereas the non- manu factu rers ranke d them somev,ha t diffe
rent ly.
The non- manu factu rers decid ed that poor perso nal or '1:fOrk
refe rences was the gre2 test hind ranc e, and that disco urteo usne
ss was
the secon d most serio us dete rren t. Whil e poor perso nal
appe ar~nce was cons idere d to be a grea ter hand
icap than the failu re to
~ass

a phys ical exam, inar ticul aten ess was deter mine d to be
a
great er obst acle than unfu lfillm ent of educ ation al requ
irem ents.

Unlik e the non- manu factu rers, the manu factu rers (as shown
in
~able 11) cons idere d three dete rren ts to be grea ter
hand icaps :

~, 4PreViOuSlY, in Table 10, the empl oyers spec ified inade quate
vdUcation as the main reaso n why yout hs were usua
lly not qual ified for empl oyme nt.

-

- 53 discourteousness, failure to pass a physical exam, and unwillingness to start at the bottom.

However, the non-manufacturers,

contrary to the manufacturers, believed that ten deterrents were
more serious:

poor personal appearance;

application blank;

failure to pass written tests;

"superiority complexl1;
inarticulateness;

slovenly and disordered
overbearing-

unfriendliness; no purpose or goals;

poor scholastic record;

nervousness;

and

failure to participate in extra-curricular school activities.
The manufacturers and non-manufacturers did agree on the severity
of four deterrents:
tiative;

Poor personal or work references;

passiveness and indifference;

no ini-

and unfulfillment of

educational requirements.
In general, the large employers thought the deterrents were
greater handicaps than did the small employers.
To recapitulate, the employers believed that youths are
usually not qualified for employment primarily because of inadequate education, lack of experience, and lack of skill.

More-

over, they are averse to hiring unkempt, discourteous youths who
had poor personal or work references, had failed the physical or
written exams, lacked initiative, and who were passive and indifferent.

r
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CHAPTER IV

TRAINING YOUTHS FOR EMPLOYMENT
The employers in the revised questionnaire were requested to
rank five specific organizations--private enterprise, government,
schools, union, and military serWice--in terms of their importance
in

traini~g

young people for jobs.

Also they were asked to sub-

mit the names of additional training organizations.
From a smaller sample of 229 employers, 203 rated the five
organizations in terms of their importance in training youths in
the following manner:
Schools •••••••••••••••••••••••
Private enterprise ••••••••••••
Military service ••••••••••••••
Government ••••••••••••••••••••
Union •••••••••••••••••••••••••

1st
2nd
3rd
4th
5th

As might be expected, the employers listed the school as the
most important organization.

They also thought quite highly of

private enterprise as a training organization.

While military

service was considered to be more important than government, the
union was assigned the lowest rating.

There were no discrepancies

between the answers given by the large, medium-sized, and small
manufacturers;

however, there was a disparity between the respon-

ses of the large and small non-manufacturers.

l~ile

the large

non-manufacturers gave military service a third place rating, the
small ones awarded it second place and consigned private enterprise to third place.

-
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There were seven manufacturers and seven non-manufacturers
who mentioned additional training organizations which were important in educating youths for employment.

The family was pointed

out six times, and special training schools--technical, professional, and trade--were specified four times.

The church and the

Boy Scouts organization were each listed once.
Importance of Schools in Training
Youths for Employment
Schools are partly responsible for preparing youths to earn
a living.

In dOing so they must teach certain basic courses some
There were 158 employers

of which are more important than others.

ho indicated that some school subjects were more important than
others in preparing young people for jobs in their organizations.
They were asked to point out some of the more important subjects.
As might be expected the employers specified two basic education
courses:

mathematics and English.

In addition, they demonstrated

tendency to be quite practical when they stressed the value of
commercial [orA business

rade, technical, or vocational courses;
subjects;

and typing.

(See Table 12)

Understandably, a greater

ercentage of manufacturers than non-manufacturers mentioned trade,
echnical, or vocational courses as shown in Table 11.

On the

ther hand, a greater percentage of non-manufacturers specified
ix subjects:

English, commercial or business courses, typing,

hysical SCiences, shorthand, and speech.

Approximately the same

ercentages of manufacturers and non-manufacturers pointed out the
ocial sciences and mathematics.
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TABLE 12
COMPARISON OF THE FREQUENCIES 1;HTH '(tl}}UCH THE
El1.PLOYERS MENTIONED IMPORTill~T SPECIFIC
SCHOOL SUBJECTS BY TYPE OF EMPLOYER
Number of Times Mentioned
All
a
employers

Subject
Mathematics
Trade, technical, or
vocational
General
Machine shop
Drafting - mechanical drawing
Electronics-mechanics
Cook and baker
English
Commercial or business
General
Bookkeeping
Office machines
Economics
Accounting
Business law
Advertising
Key punch
Filing
Typing
Physical sciences
Shorthand
Speech
Social sciences
Total

Note:

Manufacturers b

Non-manufacturers c

62

38

24-

59

53

6

33

11

31
11

11

11

3

58

52

1

29

23

o
3

29
29

1

9

3

146

3

3

o

28

14-

o

5
3

5

1

1
1
1

o
o

1
1

o

1
1

1

4-5
32
27
8
4-

o
o

2

o

2

o

241415

21

18

2

12
6

2

2

200

14-7

The total number of answers exceeds the total sample
because some employers mentioned more than one subject.
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TABLE 13
cm·1PARISON OF TB"E PERCENTAGE OF HAIHJF ACTDRERS
AND NON-MAl'ff.JFACTURERS tVHO HIDIC!iTED
IMPORTANT SPECIFIC SCHOOL SUBJECTS

Subject
lvfa th ema tic s

Trade, technical, or
vocational
English
Commercial or business
Typing
Physical sciences
Shorthand
Speech
Social sciences

Percentage
a
Non-manufacturersb
Manufacturers
40

39

55

10
47
47

30
24

i~

16
2
2

34
29
20

10

3
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of Priv ate Ente rpris e in Train ing
Young Peop le

On-t he-jo b train ing.- -Mo st of the empl oyers were willi
ng to
esta blish OJT progr ams for yout hs in the begin ning leve
l jobs .
There were 145 empl oyers , or 89 manu factu rers and 56 non-m
anufa cture rs, who were vlilli ng to do so.

Howe ver, a grea ter perc entag e

of large empl oyers than smal l ones were willi ng to esta
blish OJT
progr ams for yout hs. Acco rding to Table 14 most of the
manu facturer s in nine indu strie s assen ted to the estab lishm ent
of OJT
progr ams for yout hs;
tries disse nted .

wher eas the majo rity of them in two indu s(1~ile over half of the manu factu rers
in two

indu strie s were unde cided , those in six indu strie s reach
ed no
cons ensu s.) Over fifty perc ent of the non- manu factu rers
in seven
indu strie s were willi ng to set up appr opria te OJT progr
ams for
young peop le.

Those repre senti ng hote ls and misc ellan eous services reach ed no cons ensu s.
Crea ting vaca ncies for unem ploye d yout hs.-- The empl oyers
were
also asked whet her they would cons ent to the estab lishm
ent of
train ing progr ams to expe dite the prom otion of pres ent
empl oyees
in orde r to crea te vaca ncies at begin ning leve ls for whic
h unemploye d yout hs may be hired and train ed. It was disco vered
that
most of the empl oyers , espe ciall y the manu factu rers, were
willi ng
to do so. I

Ther e were 172 empl oyers , or 113 manu factu rers and

IThi s judgm ent shou ld not be inter prete d to
that most of
the empl oyers woul d be willi ng to hire more yout hsmean
per~.
It is
athe r doub tful that the empl oyers woul d be willi ng to
crea
te
vacanc ies for yout hs unle ss thei r pres ent empl oyees could
be
up~raded.
They could not be expe cted to disch arge pres ent empl oyees
Just to accommodate unem ploye d yout hs.
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TABLE 14
WILLINGNESS OF MANUFACTURERS TO SET UP APPROPRIATE
ON-TEE-JOB TRAINING PROGRAMS FOR YOUTHS IN THE
BEGINNING LEVEL JOBS
Number of Manufacturers
Industry
Apparel
Chemical & allied
Electrical machinery
Fabricated metal
Food & kindred
Furniture & fixtures
Instruments & allied
Leather
Lumber & wood
Machinery (except
electrical)
Paper & allied
Petroleum
Primary metal
Printing & publishing
Rubber & plastics
Stonel clay, & glass
Texti e mill
Transportation equipment
Miscellaneous
Total

Yes

No

Undecided

No
answer

6
7
18
9
12
3
6
2
1

0

11
2
2

2
4
0

2

0

1

2

4

0

1
3
1
1

6
6

5

0
0
0
0
0

1
0
0
0

0

1
3
1
1

0

0
0

5

2

Total
7
13
29
19
22

5

1

1

9
2
3

5

1

17

3
1
1
0

2
1

0

1
2

a

0
0
0
0

6
4
2
3
1

0

6

0

1

0

2

4
2

0

0

2

1

5

89

21

39

13

162

r

- 6059 non-m anufa cture rS. who cons ented .

t

However, a grea ter perc ent-

age of large empl oyers expr essed an inte rest in crea ting
vaca ncies than did smal l ones . Most of the manu factu rers in
thirt een
indu strie s assen ted to the crea tion of vaca ncies for unem
ployed
yout hs;

wher eas in no indu stry was there a majo rity of manu facture rs who disse nted . Over fifty perc ent of the non- manu
factu rers

in six indu strie s were willi ng to crea te vaca ncies for
unemployed
young peop le; more over, in no indu stry was there a majo
rity of
non- manu factu rers who expr essed an unwi lling ness to do
so.
Role of Government in Train ing Yout hs
Altho ugh the gove rnme nt was ranke d four th in impo rtanc e
in
train ing young peop le for empl oyme nt, it has playe d a sign
ifica nt
role in train ing yout hs by prov iding the fund s with whic
h to train
poor unemployed young peop le unde r 21 year s old. 2
2 In Metr opol itan Chica go unde r the Manp
Deve lopm ent and
Train ing Act (MDTA) of 1962 , the fede ral goveower
rnme
furni shed
the wher ewith al for train ing unem ploye d yout hs in ntarchas
weld
mach ine tool oper ation , auto mech anics , and coil wind ing. ing,
ploye d young peop le who are at leas t 17 year s old and have Unembeen
out of scho ol for one year may be elig ible for the train
ing
programs as well as for a week ly allow ance of twen ty dolla
rs
prov
ided
there is a youth allow ance gran ted. Up to now only the
arc
weld
ing progr am has acce pted yout hs who are func tiona lly illit
erat
e,
i.e. , below the 6th grade readi ng and arith meti leve ls.
In the
near futur e the coil wind er proj ect will acce ptc them
also
.
The Economic Oppo rtuni ties Act of 1964 prov
for the allo catio n of fund s to the Chica §o Boar d of Educ ationided
for
train ing unemployed drop outs in five area s: wood work ing, smal l appl
iance repair , nurs e's aide work , press ing and alter atio ns, and
handy
man
work . This -spe cial train ing proj ect is bette r known as
the
Urban
Youth Progr am. In addi tion, the same act auth orize d the
fede
ral
gove rnme nt to recr uit young peop le for the JOB CORPS.
To
be
eligibl e, yout hs must be 16 to 21 year s old, unem ploye d, and
scho ol and be betw een the four th and seve nth grade readi out of
ng and
arith emet ic leve ls. The JOB CORPS will prov ide voca tiona
ing in fore stry and cons erva tion mai~ly at fede rally ownedl train park s
nd fore sts plus basic educ ation .
~nterview wit
Luci us Meine

- 61 Thus, the employers thought the school was the most important training organization for youths.

They considered mathe-

matics, English, the trade, technical, or vocational courses,
and the commercial or business subjects to be very important
in preparing youths for future employment.

By their willing-

ness to establish OJT programs, they expressed a desire to
share in the responsibilities of training youths for employment.

CHAPTER V
HOW YOUTHS CAN BETTER PREPARE
FOR EMPLOYMENT
Suggested Part Time ~ Summertime
Jobs, Activities ~ Pastimes
The employers were asked to indicate the types of part time
or summertime jobs, activities, and pastimes which would better
prepare youths for employment in their organizations.
smaller sample of 229 employers, 132 or

From a

77 manufacturers and 55

non-manufacturers answered the question.
Both the manufacturers and non-manufacturers thought part
time or summertime jobs rather than activities and pastimes
would better prepare youths for jobs in their organizations.
manufacturers mentioned various jobs

The

135 times, but specified

activities and pastimes only 36 times.

Similarly, the non-manu-

facturers selected a variety of jobs 96 times, but stated activities and pastimes only 18 times.
~

Time

.Q.!:.

Summertime Jobs

The semi-skilled, clerical, and miscellaneous jobs "l:lere mentioned most frequently by the employers as those which would bette
prepare youths for employment in their organizations as shown in
Table

15. While a greater percentage of manufacturers suggested

semi-skilled;

semi-professional and/or technical;

sales;

and

Skilled jobs, a greater percentage of non-manufacturers specified
clerical, service, unskilled, and miscellaneous occupations.

TABLE 15

SUGGESTED PART TIME OR SUMMERTIME
JOBS BY TYPE OF EMPLOYER

General categories of
part time or summertime
jobs
Semi-professional and/or
technical
Clerical
Sales
Skilled
Semi-skilled
Service
Unskilled
Miscellaneous d
Total

No. of times mentioned bv tvne of emnloy r
All
Non-manuManufa£turers
employers a
facturers c

27
54
18
4
38
22
15
53

16
28
12
3
29
12
8
27

11
26
6
1
9
10
7
26

231

135

96

aN = 132
b N c=.

77

cN

55

:=

dNo specific job - just any job insofar as it resembles
some type of work.
Note:

The total number of answers exceeds the total sample
because some employers mentioned more than one category.

Semi-professional and/Q!. technical.--In this category the
manufacturers mentioned three most valuable types of part time
or summertime jobs:

laboratory research work, technical level

jobs, and recreation of camp counseling.

Laboratory research

work and technical level jobs were the most important preparatory
work experiences mentioned by the non-manufacturers.
Clerical.--Work of a general clerical nature and typing experience were indicated by the manufacturers as the best preparation for employment.

Filing and shorthand were also suggested.

Although the non-manufacturers mentioned clerical work and typing
as the most important part time or summertime experiences, they .
also indica.ted that experience in shorthand and billing would be
helpful.
Skilled.--For the manufacturers there was no favorite skilled
job that ranked above the others.
in the skilled area:

They set forth only three jobs

skilled trade work, OJT in special skills,

and work with hot metal.

The "lon-manufacturers d1d not think that

art time or summertime work in the skilled jobs was very importan •
nly one non-manufacturer expressed an interest when he mentioned
that electronic work would be an asset.
Semi-skilled.--The semi-skilled occupations mentioned most
requently by the manufacturers were general factory production.
(from light assembly to punch press), electrical repair, auto reair mechanics, and shop or mechanic's helpers.

The non-manufac-

urers suggested most frequently stock and store clerk jobs as
those which would better prepare youths for employment in their
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Service.--The manufacturers most frequently stated service
station work.
mentioned:

There were five other part time or summertime jobs

newsboy, food service, recreation work, meat market

work, anc chauffeur.

The non-manufacturers thought food service

and hospital patient care (nursing assistants) were the most important part time or summertime jobs.

They also mentioned work

in hotels or motels, in park or recreation centers, and in gas
stations.
Unskilled.--The manufacturers suggested stock work most often
In addition they pointed out three other jobs in the unskilled
area:

work in the city streets, construction, and general labor.

Although one non-manufacturer preferred youths to have a general
helper background, most non-manufacturers indicated that they
should experience hard physical labor and construction work.
Miscellaneous.--Any work experience related to a career objective or a field of interest was most significant.

Jobs which

encouraged contact and cooperation with others and the development
of responsibility and initiative were also high on the manufacturers' list of desired work experiences.

There was one manufac-

turer who thought any part time work was important to young people
because it would help them learn the satisfaction of earning a
living.

Another related that any work experience is worthwhile

and indicates some initiative.

The non-manufacturers stressed

the importance of public contact and work in which young people
would meet and work with others.

There was one non-manufacturer

-
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who thought that youths vlho work on a part time basi s convey in a
healthy way their attitude toward employment.

Another suggested

it would be desirable for youths to do well at any job and persevere in it.

He added, "just working every summer will tell you

a great deal about a young person".
Part Time or Summertime Activities
---- ---- and Pastimes
The employers preferred that youths participate in school
activities rather than other types of part time or summertime
activities and pastimes as ShO\lD in Table 16.

Participation in

school activities was mentioned most frequently by the manufacturers as the most desirable way youths could better prepare for
employment in their organizations.

On the other hand, the non-

manufacturers did not specify any particular type of activity or
pastime as being most important, but they did mention that any
type of constructive activity during leisure hours would be quite
helpful.
School activities.--The manufacturers mentioned machine shop
most frequently.

They also suggested summer school (to acquire

more knowledge), auto mechanics, and mechanical or electrical
theory.

The non-manufacturers mentioned each of the following

activities once:

summer school (for typing), theory and training

in interstate commerce, and a study of the food industry.
Hobbies 2! interests.--The manufacturers thought activities
dealing with the construction and repair of electrical appliances
and interests in the scientific and technical areas were most significant.

An allusion was made to reading and sports.

The non-

TABLE 16 .

SUGGESTED PART TIME OR SUMMERTIME
ACTIVITIES AND PASTIMES BY
TYPE OF EMPLOYER

General categories of
part time or summertime activities and
pastimes
School activities
Hobbies or interests
Youth organiz~tions
Miscellaneous
Total

.:=

132

bN -

77

cN _

55

aN

No. of times mentioned by type of employeJ
All
employersa

Manufac
turersb

Non-manuFacturers c

21
10
8
15

18
8
6
4

3
2
2
11

54

36

18

dNo specific activity or pastime - just any activity or
pastime insofar as it resembles something which is constructive.

-
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manufacturers suggested reading and volunteer work as nurse's
aides as constructive ways to better prepare for employment.
Youth organizations.--The manufacturers appeared to be most
interested in youths' participation in Junior Achievement.
Boy Scouts organization was mentioned once.

The

The non-manufacturers

recommended that youths should participate in Junior Achievement,
the YMCA, and various club activities.
Miscellaneous.--Of the four manufacturers who thought any
type of activity or pastime would be suitable for young people,
two made specific suggestions.

wnile one manufacturer pointed

out that youths should participate in any constructive activities
or organizations which would develop their ability to get along
with others, the other recommended that young people should consider activities which would enhance their knowledge of technical
developments.

The non-manufacturers considered most significant

any activities which young people would be encouraged to accept
responsibility, and stimulated to meet, communicate with, and get
along witr. others.

~~ile

could better prepare for

one employer suggested that youths
emplo~~ent

by participating in a variety

of activities, another advised young people to experience activities and pastimes which would promote teamwork, initiative, ambition, and leadership.
Employers' Suggestions Qll How Youths Can
Better Prepare for :E:mployment
The employers were asked how they thought youths could better
prepare for jobs in their organizations.

There were 177 employers

or III manufacturers and 66 non-manufacturers who offered sugges-

- 69 tions.

Their interest in the improvement of youths' education

was quite obvious as shown by Table 17.

However, the quantity

rather than quality of education appeared to be more significant.
The specific suggestions made by the manufacturers and non-manufacturers are listed belov! according to type of industry.
Manufacturers
Stone, clay, and glass

There were two main ideas presen-

ted by the employers in this industry:

first, parents and educa-

tors share the responsibility in preparing youths for employment,
but the parents' role is more important;

second, young people

should be aware of what employers expect of them.
Food and kindred

There were four significant ideas men-

tioned by the manufacturers in the food and kindred industry:
acquisition of an adequate education, better application in school
summertime or part time work experience, and acceptance of work.
One employer suggested that youths should attend a baking
school if they were interested in pursuing a career in baking and
cooking.

He added, young people should "realize that they must

start at the bottom (low pay rates) and work into better jobs".
There were two employers who thought youths should prepare themselves to meet the qualifications of the jobs desired.

One em-

ployer commented that young people could better prepare for employment by receiving better guidance, discipline, and training
by their

famili~s.

Fabricated metal

The acquisition of more education, esp-

eCially shop and technical, and better application to schooling
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TABLE 17

EMPLOYER' SUGGESTIONS ON Hm{ YOUTH COULD BFTTER
PREPARE FOR ~WLOYl1ENT BY TYPE OF EMPLOYER

No. of times mentioned by type of
employer
.Non-manu- c
All
ManU1"a%a
facturers
employers
turers

Suggestions
IMPROVEMENT OF EDUCATION

IMPROVEHF':NT OF ATTITUDE

Willingness to accept
work assigned
Develop positive attitude toward employment
Better application at work
DETERMINATION OF GOALS OR
JOB OBJECTIVES
WOHK EXPERIENCE (SUMMER OR
PART TIME)
A1iJARENESS OF \\THAT EIVPLOYER
EXPECTS OF A GOOD \{ORKER
PARTICIPATION IN YOUTH
ORGANIZATIONS
IMPROVEl'1ENT OF FAMILY GUIDANCE AND DISCIPLIJffi
MISCELLANEOUS
TOTAL
C2. N ';:I 177
l'lO~e;

105

154

Additional education or
completion of high school
Better application in
school
Acquisition of more technical and vocational
training
Acquisition of background
necessary to meet job
qualifications
Acquisition of more commercial and business
courses
Improvement of English
Improvement of mathematics
Improvement of school guidance and counseling
Acquisition of a college
education
Improvement of speech

47

36

11

27

19

8

24

20

15

11

12

9
7

a
3

~

6

4

2

5

5
o

o

2

20

12

7

2

8

5

2

7

4

6

2

19

15

4

12

9

3

11

6

5

4

4

4

4

o
o

59
283

IJN := III

9

eN

=

33

26

188

95

66

Tne ~o~al. numDer or answers exceeas 'tne 'to'tal. sampl.e
because some employers made more than one suggestion.

-

{.J..

-

were emphasized by the manufacturers in the fabricated metal industry.

One employer thought youths needed to develop a good job

attitude and good work habits.

Another commented that a young

person should "try to learn more than one shop operation so as to
have more latitude when applying for a job tt •

Finally, one employ-

er related that youths should "come prepared to work with the
attitude that they wish to see how much service they can perform
toward others, including the company, rather than to see 'what
is in it for me'tt.
Transportation equipment

In general the manufacturers

in this industry thought youths could better prepare themselves
for employment if they were to elevate their skill level and
apply themselves better in school and at work.

There was one

employer who stated that if young people "don't have a specific
career in mind the best preparation is the development of a sense
of responsibility".

Another one thought youths should obtain

Upart or full time jobs at 10vler pay in less intense occupations
and thereby build up their skill level".

Finally, one pointed

out that youths should "become more serious about the importance
of having a steady job and income and have an attitude that their
pay envelope is for working not just for showing up on the job".
Electrical machinery

The manufacturers in the electrical

machinery industry suggested most frequently that youths should
acquire more education, define their goals or job objectives,
acquire the background necessary to meet their aims, and acquire
a skill to better prepare for employment.

It was recommended

- 72 that young people should acquire a marketable skill even though
they plan to change jobs several times before they settle down.
There were two employers who expressed an interest in career
guidance.

\~ile

one employer thought there should be more student

counseling on the part of the educators and indicated employers
are ready to participate in guidance programs, another went a
little further by suggesting that high schools should invite industry to "how to get a job" sessions every year to better prepare interested youths.
There was one employer \"ho related that it would be helpful
"if somehow youths could be made to realize that \-lhen they start
at the top there is only one way to golf.

Another suggested that

young people should "come prepared with an understanding of what
will be expected of them in a business environment".

Still an-

other commented that youths should convey a willingness to do any
work available and learn to do it as well as they can.
Paper and allied

The need for additional schooling and

clear cut job objectives were most frequently mentioned by the
manufacturers in this industry.
Machinery - except electrical

The manufacturers stressed

the importance of completing school and acquiring a skill through
technical training.

There was one employer who emphasized the

significance of the family and the school when he remarked:

"if

youths in general received more firm discipline in the home and
ere consequently compelled to apply themselves at school, this
should give them the necessary background to apply for any un-

•
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skilled - type work with the assurance of promotional ability".
Another

~hought

that young people could benefit from the acquisi-

tion of machine shop courses and a strong math background •. Finally, one employer recommended that youths should obtain summertime
and part time work experience of a mechanical nature.
Instruments and allied
often three suggestions:

The manufacturers mentioned most

more diligent application to schooling,

increased participation in youth organizations, and better guidance at school and in the home.

There was one employer who would

train youths in specifics if they had an inherent ability to
grasp the training.

Another recommended that young people should

tlobtain more information concerning job requirements from teachers
and student counselors".
Petroleum

The manufacturers pointed out that youths

should obtain more education and apply themselves diligently to
better prepare for employment.

For young people who aspire to

clerical work one employer suggested that they take more comprehensive commercial courses, and for those who want general labor
work he recommended that they apply themselves in physical education, English, and citizenship.

Another commented that youths

should apply themselves in chemistry and subjects of a mechanical
nature.
Lumber and wood

The manufacturers in this industry sug-

gested that if young people were to finish high school, they would
be better prepared for employment.
Chemical and allied

The employers thought youths could

- 74 better prepare for

emplo~~ent

by participating in youth organiza-

tions, defining their goals, taking courses which lead toward
their goals, applying themselves diligently, and securing more
education.
Furniture and fixtures

The manufacturers in this industry

advised youths to obtain training in business, manual arts, woodworking, drafting, and accounting.

It was also suggested that

young people should select a fifield or job of interest to them
and take up the subjects in school required for the job".

An-

other thought that youths should have a more serious attitude
toward all of the jobs they do.
Apparel

The manufacturers in the apparel industry pointed

out that youths would be better prepared for employment if they
were to attend a vocational or trade school, apply themselves
more diligently in school, show a real interest in working, and
obtain basic skills through school.

There was one employers who

advised youths to take a tailoring program at a vocational high
school.
Primary metal

The employers cited three notable recom-

mendations which youths should pursue:

more diligent application

to schooling, the development of realistic goals, and the acquisition of a high school education.
ented that youths should

There was one employer \\I'ho com-

IIcomplet~

high school 'Iili th an emphasis

on those courses which are suited to the student's potential or
expressed interest".
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Communication and public utilities

The non-manufacturers

in this industry thought that youths could better prepare themselves for employment if they were to acquire a good basic education with emphasis on mathematics, English, and speech;
vocational training;

acquire

apply themselves in school; and participate

in extra-curricular school activities.

Those youths who are in-

terested in radio and television work could better prepare for
employment "by beginning to work at the small, local station or by going to a school of broadcasting", related one employer.
Finance, insurance, and real estate

The employers repre-

senting the finance, insurance, and real estate industry emphasized the

importa~ce

of improving English and mathematics skills;

applying oneself in school;

finishing high school;

more business, commercial, and office skill courses.

and taking
It was sug-

gested that youths could better prepare for employment by paying
close attention to three characteristics of good workers:
bility, positive attitude, and neatness.

relia-

It was also recommended

that high schools should put greater emphasis on commercial course
for those non-collegg youths who will be stepping right into job
situations after they complete high school.
Hospi tals

The employers in the hospital 1'ndustI"Y sug-

gested most frequently that youths could better prepare for employment by completing high school, continuing their education
(advanced training), defining their job objectives, kRowing the

t
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job requirements, andacquiring the background necessary to meet
those requirements.

One employer thought it would be helpful

for youths to do volunteer work in hospitals or do any work at
all in the medical or nursing fields.

Another related that young

people could better prepare for employment by studying to beoome
pr~ctical

nurses, laboratory and x-ray technicians, chemists,

bacteriologists, registered nurses, and doctors.

Still another

suggested Itthe best thing anyone vTho works in a hospital could
do ,.;-ould be to learn to get along with people If.
In an effort to better acquaint youths with the job requirements one employer suggested that either a student or counselor
visit the hospital lito find out the requirements established for
the different jobs".

Similarly, another thought there should be

"better coordinatic,n with high school counselors to publicize
hospitals positions and the necessary background".
Trade

The non-manufacturers in the trade industry advised

youths to better prepare for employment by

obtain~g

career guid-

ance at school, improving their English and mathematics, developing a positive attitude, and knowing what employers expect on any
job.

Preparing youths for employment starts in the home according

to one employer.

He added:

lIIf parents put a value on holding

a job and doing it well, "fe have a good employee.

Also if the

home feels school and learning are important, we have a good
employee".
Transportation

To better prepare for employment the non-

manufacturers in this industry advised youths to finish high

77 school, acquire the background necessary to meet job qualifications, obtain more general business and economic courses, deVelop
a positive attitude, and apply themselves in school,

There was

one employer vrho suggested tha t youths should take courses in
the motor carrier field.
immaturity, stated:

Another employer, commenting on youths'

"the average youth is more interested in

what '\Ilill be done for him rather than \vhat he will do to earn
what is given".
Construction and contractors

The employers in the con-

tractors industry pointed out that youths need to secure more
education and apply themselves better in school to better prepare
for employment.
Restaurant

The employers in the restaurant subgroup

thought that young people should develop responsibility, an interest in work, and a willingness to work.

The general course

in school would be adequate preparation for employment to one
employer's thinking.

Another commented th&t youths s1-ould "have

an awareness of people and hOlII their needs can be best served.
Working in any service organization would helptl.
Botels

Young people who seek 1!jork inl-:he hotel field

should think about their futures and work during the summer to
better prepare for employment.

There was one respondent who

mentioned that work experience in a hotel was mandatory for
students of hotel schools.
To sum up, youths can better prepare for employment by securing some type of part time or summertime work preferably in the
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in the semi-skilled, clerical, and miscellaneous areas.

In

addition, they should improve their education and develop a
better a tti tude toward yrork.

CP...APTER VI
RECRUITI-1ENT OF YOUTHS
There are several ways to recruit youths for a job;
more acceptable to employers than others.

some are

In order to reach a

consensus and reduce uncertainty, a question was included in the
revised questie'nnaire which asked the employers to judge the importance of eight methods used to recruit youths.

Of the 229 em-

ployers in the smaller sample, 208 of them or 130 manufacturers
and 78 non-manufacturers judged the eight methods.
Apparently the employers were quite interested in hiring
young people who applied for work on their own.

Table 18 points

out that the employers rated personal application as the most
important method used to recruit youthse,

There were two methods

of recruitment which were considered to be very important:
nations by present employees and advertising.

nomi-

The employers gave

approximately equal ratings to two fairly important methods of
recruiting young people:

supervisors and scouting in schools.

The employment agencies, both public and private, were assigned
rather low ratings.

The employers considered them to be of little

importance in recruiting youth,s.

Finally, they had the least use

for the labor organizations as supply sources of young people.
The rank orders of the methods of recruitment by the manufacturers and non-manufacturers taken separately were similar
the rank

o~der

used by all employers.

to

There was one exception in

-
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TABLE
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EMPLOYERS' RATINGS OF EIGHT 1-1ETHODS USED
TO RECRUIT YOUTHS BY TYPE OF EMPLOYER

Rating a by Type of Employer
Method of
Recruitment
Personal application
Nominations by present employees
Advertising
pupervisors
Scouting in schools
Public employment
agency
~rivate employment
agency
Labor organizations

=

All
employers b

turers c

Non-manufacturers d

6.86

6.93

6.75

6.54
6.18
5.16
5.12

6.45
6.20
5.06
5.08

6.70
6.16
5.33
5.19

4.60

4.69

4.44

4.38
2.95

4.27
2.85

4.57
3.12

=

II Manufac-

al
least important; 8
most important. The rating
for each recruitment method is equal to the arithmetic
mean of all the ratings given to each recruitment method.
The rating system used in this table is a converse of
that used in the questionnaire. The converse rating was
used to make a high number signify a high rating.
bN : 208
~

130

d N ::.

78

cN

which the non-manufacturers rated the public and private employment agencies in a manner different from that Of all other employers;

they attached more importance to the private employment

agency than to the public employment agency.
By comparing the responses of the manufacturers and non-manu~acturers,

~ortance

it was found that the manufacturers attached more im-

to three methods of recruiting youths:

personal applica-

[tion, advertising, and the public employment agency;

whereas the

pon-manufacturers attributed greater significance to five methods:
pominations by present employees, supervisors, scouting in schools,
the private employment agency, and labor organizations.

(See

l'able 18)
The large manufacturers evaluated the eight recruitment
nethods in a manner only slightly different from that of all manuF'acturers.

The large manufacturers thought that scouting in

pchools was a more important method of recruiting youths than
~upervisors.

The medium-sized manufacturers differed from all

panufacturers to the greatest extent.

They attributed more signi-

"'icance to scouting in schools than to supervisors and more imDortance to private
gencies.

employ~ent

agencies than to public employment

The small manufacturers attached more importance to

ublic employment agenCies

than~to

supervisors.

There was quite a variation between the ratings given by the
arge non-manufacturers and those given by all non-manufacturers.
he large non-manufacturers indicated that nominations by present
mployees was the most important method used to recruit youths.

-1)2-:'"

Advertising was given a higher rating than personal application;
scouting in schools was considered to be more helpful than were
supervisors.

The rank order of the recruitment methods used by

the small non-manufacturers was identical to the rank order used
by all employers.
In substance, the employers preferred to recruit young people
through personal application, nominations by present employees,
and advertising.

They were somewhat interested in using super-

visors and scouting in schools, but were reluctant to utilize the
employment agencies.

Apparently the labor organizations were

mentioned as a last resort.

CHAPTER VII
CONCLUSION
Find ings
The grea t majo rity of Metr opol itan Chica go empl oyers in
this
study hired male s and fema les who were 21 year s old and
unde r, pr~
ferab ly on a full time basi s. The manu factu rers most
frequ ently
hired yout hs who were 18 year s old, wher eas the non- manu
factu rers
gene rally hired those in the 16 - 17 year old rang e.
In 1963 , the
empl oyers hired 8.2 yout hs for every 100 empl oyee s. The
non-m anufactu rers hired more yout hs per 100 empl oyees than did
the manu factu rers. The manu factu rers hired more male s than fema
les, whil e
the conv erse was true for the non- manu factu rers. Altho
ugh the employ ers were more willi ng than not to alloc ate more of
the avai lable jobs to yout hs, quite a large number of them were
unde cided
as to whet her or not they woul d. MOst of the empl oyers
hired
young peop le for the cler ical, unsk illed , and semi -skil
led jobs .
It is high ly prob able that the cler ical occu patio ns will
become
ore sign ifica nt as begin ning leve l jobs and migh t disp
lace the
unsk illed occu patio ns as the most impo rtant entry jobs
.
The empl oyers rated char acter as the most impo rtant work
er
qual ifica tion that young peop le shou ld poss ess. Ther e
were six
othe r qual ifica tions whic h were cons idere d to be quite
impo rtant :
"nter est in job, intel ligen ce, initi ativ e, educ ation ,
matu rity
nd emot ional stab ility , and aptit ude. Skil l and expe
rienc e
ere assig ned comp arati vely low ratin gs.

As antic ipate d, it was

-
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important for youths. to have a high school diploma to qualify for
all jobs except the unskilled.

The employers were quite interes-

ted in using aptitude and intelligence tests, but were rather
hes i ta nt to use 1"ri tten tests to check achievement, temperament personality, and interest.
Most of the employers indicated that youths ..vere usually not
qualified for employ-ment.

Of the approximately fifty reasons

mentioned three were most conspicuous:

inadequate education,

lack of experience, and lack of skill.

The employers were averse

to hiring discourteous young people who had poor personal or work
references, had failed to pass the physical exam, lacked initiative, and who Ivere passive and indifferent.
The school \vas rated as the most important organization for
training young people.
tics;

The employers pointed out that mathema-

trade, technical, or vocational courses;

English;

and

commercial or business courses were very important subjects in
preparing young people for jobs.

Apparently the employers were

1>rilling to share some responsibility for training youths because
the majority of them were willing to set up on-the-job training
programs for young people in the beginning level jobs.
Youths can better prepare for employment by obtaining clerical, semi-skilled, or just any type of work experience.

In addi-

tion, the employers suggested that young people should improve
their education, improve their attitude, and determine a goal
Or job objective.
The employers preferred to recruit youths who applied for

85 work on their own initiative.

They also valued quite highly the

nominations made by the present employees, and advertising.
Recommendations
What can youths do to help themselves make a successful
transi tion from school to work?

Furthermore, lifhat can parents,

educators, and employers do to help young people enter the world
of work?

On the basis of the results of this study several re-

commendations can be made.
Youths should try to:
1.

know themselves better, i.e., know their own intellectual
capacities, personalities, interests, and aptitudes;

2.

face up to their shortcomings;

3.

learn about entry jobs and advanced jobs 1.'li thin the various
industries in Metropolitan Chicago;

4.

study the industry in which they express the greatest interes~

5.

learn about occupations desired and define job objectives;

6.

know requirements of the job desired;

7.

secure education necessary to meet those requirements (attend
evening school, if necessary);

8.

apply themselves diligently in school, i.e., do more than
just establish a good attendance record;

9.

develop a positive attitude toward employment;

10. be sure to understand mathematics and English;
11. become familiar with taking employers' tests;
12. secure as much part time or summertime work experience as
possible;

and

=
13.

learn marketable skills such as typing, shorthand, drafting,
machine shop, etc.
Parents should try to:

1.

inspire their children to select realistic occupational goals
and to encourage them to diligently pursue the education necessary to fulfill those goals;

2.

and

communicate with the school administrators, especially, the
counselors, regarding their children's vocational plans.
Educators should try to:

1.

stimulate, guide, and train youths properly in their pursuit
of realistic vocational goals as early as possible (preferably in the first year of high school);

2.

require each student to have a counselor, but give the student
his choice of a counselor;

3.

establish a job placement service at each school for all
present and former students;

4.

communicate with the parents regarding the students' vocational plans;

5.

determine what jobs (full time, part time, and temporary) are
available in the school's locale and find out as much as
possible about the qualifications desired;

•

plan the school curriculum to meet the needs of the employers
in the area served by the school;

7.

invite employers from various industries to the schools to
discuss the many occupations found in each industry represented;

- 87 8.

strengthen the high school graduation requirements by raising
the mathematics and English standards.

This might help to

elevate the value of a high school diploma, and

9.

work intensively with youths wbo have difficulty adjusting
academically and socially to school life.
Employers should try to:

1.

communicate with educators regarding job openings and job
requirements;

2.

call upon schools to help fill the jobs available;

3.

hire more youths on a part time basis;

4.

establish more formal on-the-job training programs;

5.

invite educators to visit their businesses and industrial
organizations.

and
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APPENDIX II

3615 North Pine Grove
Chicago 13, Illinois
January 20, 1964
Dear Sir:
I am a graduate student at Loyola University's Institute of
Social and Industrial Relations under the supervision of Julius
Rezler, Ph. D.

To partially fulfill the requirements for a

master's degree I am conducting a survey of metropolitan Chicago
employers to ascertain a few current hiring practices and policies
for youth, male and female, 21 years old and under.
My

purpose is threefold:
(1)
(2)
(3)

to determine if employers hire youth
in what type of jobs they hire them, and
what qualifications are desired.

It is my intention to benefit employers by acquainting youth
with the general hiring practices and policies of employers.

The

more information young people have about employers' needs, the
better opportunity they will have to prepare themselves for a job.
No company will be identified individually.
A summary of the results of this study will be disseminated
to youths in schools, the Y.M.C.A., the State Employment Service,
the libraries, and other agencies serving youth.
The attached questionnaire should take only a few minutes to
complete and its return by February 3, 1964, would be greatly
appreciated.
Thank you very much for your cooperation.

APPENDIX II

(CONTINUED)

Yours truly,
Frank J. Stangel

- 91 APPENDIX II - QUESTIONNAIRE
YOUTH HIRING PRACTICES AND POLICIES
I.

Industrial Classification
A.

Type of business

B.

Number of persons employed by your organization

II.

Occupations for Youth
A.

Do you hire youth 18 to 21 years old? ___ yes

B.

If yes, on \\That basis do you hire them?
Temporary

Part Time

____ no

Full Time

C.

\Vbat is the minimum age at which you hire youth? __________

D.

Approximately how many youths do you hire annually?
____ Iv1ale

E.

Check the beginning occupations in which you hire youth:
_ _ Semi-professional
&/or technical
Clerical
Sales
___ Service
Skilled:
____ Apprentices
____ Mechanics and repairmen
Craftsmen
Others (specify) _ __

:::=:
III.

Female

Semi-skilled:
Delivery
Production - operatives
Skilled trade helpers
Others (specify) _ __
Unskilled:
Construction labor
Common labor
___ ~~terial handlers
____ Others (specify) ______

Worker Qualifications
A youth is applying for work in your organization. In analy
zing his (her) suitability, rate all of the qualifications
listed below. ~ I to indicate the very important ones;
~ 1 to indicate the ones of little importance;
put 2, ~,
2!:.~ to indicate the degree Q£ importance between ! ~ 2.

_
_
_
_
_

Character
Personality
Skill
Experience
Education

_Appearance
_Intelligence
Initiative
-Ingenuity
_Rank in class

___Maturity & emotional stabilit.
Extra-curricular school activ ti4
---Interest in job
_Aptitude
___Others (specify) ___________

APPENDIX. II - QUESTIONNAIRE (CONTINUED)
IV.

Checks 2n Personal Traits
Do you use written tests to check:

V.

Intelligence?

Yes

No

Achievement?

Yes

No

Aptitude?

Yes

No

Interest?

Temperament &
personali ty? _

Yes

No

Yes

No

Educational Requirements
Check the minimum level of educational achievement required of
youths for ~ occupation in which you ~ them.
Occupation

Semiprof.
&/or Cleri-

Educational
tecn.
level
Some grade
school
8th grade
grad.
Some high
school
Gen. h.s.
grad.
Voc. h.s.
grad.
Tech. h.s.
grad.
Some college
College grad.
VI.

ollil

Sales

Service

Skilled

Semiskilled

Unskilled

Deterrents to Hiring Youth
Rate all of the deterrents listed below.

2

Put I to indicate a

great~ndicap; put
to indicate a small:handic~; put 2,
i, Q!. 4 to indicate the degree of handicap betvleen I and

__
__
__
::

Inarticulate
Poor personal appearance
Discourteous
Nervousness
Poor scholastic record
Unfriendly
No initiative
No purpose and goals
Passive and indifferent

I-

__Poor personal or work references
__Slovenly & disordered application blcnk
__Failure to participate in extracurricular school activities
Unwilling to start at the bottom
--Overbearing - "superiority complex"
--Educational requirements unfulfilled
Failed physical examination
~ailed ~ritten tests
-i\+~.,.~

.

.

APPENDIX II - QUESTIONNAIRE (CONTINUED)
Train ing Yout h for

VII.

~

Job

A.

othe rs in
Are some scho ol subj ects more impo rtant than
tion?
niza
orga
your
prep aring youth for a job in
No
Yes

B.

If yes, plea se indic ate the more impo rtant subj ects.

C.

~

the orga niza tions liste d below in term s of their
re
impo rtanc e in train ing youth for a job. Put 1 befo
~.
impor
most
the ~ost impo rtant ; put 2 befo re the next
etc.
~ant;
Scho ol
Government
Priv ate ente rpris e
Union

D.

VIII .

A.
B.
C.

D.

____Mili tary serv ice

____ Othe rs (spe cify)

, actIndic ate the type s of part time or summertime jobs
iviti es, and pasti mes whic h would bette r prep are yout h
for a job in your orga niza tion.

Crea ting Employment for youth
in
More and more young peop le will be look ing for work
,
area
go
Chica
the
the 1960 's. Durin g 1960 - 1970 , in
young
for
cted
proje
is
a ~ incre ase in the labo r force
those
peop le ~ - 12 year s old and a 62% incre ase for
the
y
emplo
ly
20 - 2~ year s old. To more effe ctive
d
grea ter number of yout hs ente ring the labo r forc e, woul
you be willi ng to:
ticab le,
reduc e educ ation and skil l requ irem ents, wher e prac
cided
Unde
No
for begin ning leve l jobs? ___ Yes
beset up appr opria te on-th e-job train ing progr ams for
cided
Unde
No
Yes
ginn ing leve l jobs?
ading and
deve lop train ing progr ams to faci litat e the upgr
ting
prom otion of empl oyees to high er leve l jobs thus crea
d yout h
vaca ncies at begin ning leve ls for whic h unem ployeUnde
cided
No
Yes
may be hired and train ed?
alloc ate more of the avai lable jobs to yout h?
No
Yes

Unde cided

- 94 APPENDIX II -QUESTIONNAIRE (CONTllruED)
E.
IX.

hire high school dropouts in jobs previously filled by
high school graduates?
Yes
No
Undecided
Recruitment of Youth
Rank all of the methods listed below in terms of their importance in recruiting young people. Put I before the most
important; put 2 before the next most important; e~
Advertising
Scouting in schools
Labor organications
Supervisors

X.

____
____
____
____

Personal application
Nominations by present employees
Private employment agency
Public employment agency

Are Youth Qualified?
A.

Are the youths applying for work in your organization
usually qualified for the jobs they are seeking?
Yes
No

B.

If no, in what respects are they not qualified?

C.

How do you feel youths could better prepare for a job in
your organization?

XI.

Comments and Summary of Results
A.

Would you care to make any comments on this study? _______

B.

Would you be interested in an abstract of the results of
this study?
Yes
No

Name of organization
Your position or job title

NOTE:

The form of the original questionnaire differed somewhat
due to the size of type used.

-

7.)

-

APPENDIX III

TABLE 19
COMPARISON OF THE POPULATION \iJITH RESPONDENTS
OF THE SAMPLE BY TYPE. OF KMPLOYER

Population
Type of
Employer

No.

%

Sample
No.

%

Manufacturers

688

59.6

162

63.8

Non-manufacturers

467

40.4

92

36.2

1155

100.0

254

100.0

Total
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APPENDIX III (CONTINUED)

TABLE 20
CONPARISON OF THE POPULATION vliTH THE RESPONDENTS
OF THE SAMPLE BY SIZE OF EY~LOYER

Number of
Employees

Sample

Population
No.

01

70

No.

%

1,000 plus

221

19.13

101

39.76

500 - 999

170

14.72

48

18.90

250 - 499

358

31.00

52

20.47

250 - 999

406

35.15

53

20.87

1155

100.00

254

100.00

Total

/ f

-

APPENDIX III (CONTINUED)

TABLE 21
COMPARISON OF THE POPULATION l;JITH THE RESPONDENTS OF THE
SAMPLE BY SIZE AND TYPE OF E~WLOYER
Sample

Population
No.

~p1oyees

%

No.

%

14.72

48

18.90

31.00

52

20.47

13.85

500 - 999

170

250 - 499

358

250 - 999
688

%

24.41 39

160

--

No.

Non-mfg.
No.
%

62

1,000 plus

Total

Mfg.

Non-mfg.

Mfg.

Number of

59.57

61

5.28

406

35.15

467

40.43

15.3~

53 20.8,
162

63.78

92

~6.2~
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. ABSTRACT
Problem
Today, youth unemployment is one of the problems facing the
citizens of Metropolitan Chicago.

As might be expected the

unemployment rates for young people have been consistently higher
than for older groups because young workers are generally inexperienced and are likely to change jobs frequently.

Nevertheless,

youths should be employed to bring out their potential and to
develop experience and work habits in preparation for a career.
Purpose
A study was made to ascertain:
(1)

the extent to which employers hire males and
females 21 years old and under at present and
plan to hire them in the future,

(2)

the kind of jobs for which they hire them, and

(3)

the current youth hiring practices and policies.

It is intended to help young people in the Metropolitan
Chicago area to make a successful transition from school to work.
Method of Study
A stratified random sample of 616 employers was selected
from 1,155 employers listed in a Chicago
Commerce and Industry publication,
tan Chicago, 1962.
page questionnaire

Association

t~jor Employe~~

of

in Metropoli-

To secure the desired information a three
VlaS

mailed to the initial sample of 616 em-

ployers of which 254 responded.

............................-------~2~-----------------------------~
Findings
The great majority of Metropolitan Chicago employers in this
study hired males and females who were 21 years old and under, pr
ferably on a full time basis.

The manufacturers most frequently

hired youths who were 18 years old, whereas the non-manufacturers
generally hired those in the 16 - 17 year old range.
employers hired 8.2 youths for every 100 employees.

In 1963, the
The non-manu-

facturers hired more youths per 100 employees than did the manufacturers.

The manufacturers hired more males than females, while

the converse was true for the non-manufacturers.

Although the em-

ployers were more willing than not to allocate more of the available jobs to youths, quite a large number of them were undecided
as to whether or not they would.

Most of the employers hired

young people for the clerical, unskilled, and semi-skilled jobs.
It is highly probable that the clerical occupations will become
more significant as beginning level jobs and might displace the
unskilled occupations as the most important entry jobs.
The employers rated character as the most important worker
qualification that young people should possess. There were six
other qualifications which were considered to be quite important:
interest in job, intelligence, initiative, education, maturity
and emotional stability, and aptitude.
were assigned comparatively low ratings.

Skill and experience
As anticipated, it was

important for youths to have a high school diploma to qualify for
all jobs except the unskilled.

The employers were quite interes-

ted in using aptitude and intelligence tests, but were rather
hesitant to use written tests to check achievement

- 3 personality, and interest.
Most of the employers indicated that youths were usually not
qualified for employment.

Of the approximately fifty reasons

mentioned three were most conspicuous:

inadequate education,

lack of experience, and lack of skill.

The employers were averse

to hiring discourteous young people who had poor personal or work
references, had failed to pass the physical exam, lacked initiative, and who were passive and indifferent.
The school was rated as the most important organization for
training young people.
tics;

The employers pointed out that mathema-

trade, technical, or vocational courses;

English;

and

commercial or business courses were very important subjects in
preparing young people for jobs.

Apparently the employers were

willing to share some responsibility for training youths because
the majority of them were willing to set up on-the-job training
programs for young people in the beginning level jobs.
Youths can better prepare for employment by obtaining clerical, semi-skilled, or just any type of work experience.

In addi-

tion, the employers suggested that young people should impDove
their education, improve their attitude, and determine a goal
or job objective.
The employers preferred to recruit youths who applied for
work on their own initiative.

They also valued quite highly the

nominations made by the present employees and adyertising.
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